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ARTICLE 1 - PREAMBLE AND PURPOSE

This Agreement is made by and between the Board of Regents f the University
of Washingtor, hereinafter referred to as the Employer, and Se /ice Employees
International Union, Local 925, hereinafter referred to as the Uniin.

The Employer is the Board of Regents of the University of Wishington acting
through its agents, administrators, and supervisors as determiri:d by the Board
of Regents.

Provisions of this Agreement apply to those regular monthly em; loyees who are
employed at the University of Washington in classifications acluded in the
Research Technologist bargaining unit {see Appendix !). Re;jular temporary
employees shall be covered per Appendix V.

The purpose of this Agreement is to set forth certain terms g1d conditions of
employment and to promote orderly and peaceful labor relatiii s between the
parties. The parties agree that it has been and will be their mutui« aim to promote
systematic and effective employee-management cooper:iion; fair and
reasonable working conditions; effective methods for the prom:t adjustment of
differences, misunderstandings, and disputes; and dignified and ‘air treatment of
employees in the implementation of all policies and procedures,

ARTICLE 2 - NONDISCRIMINATION/AFFIRMATIVE 215TICN

2.1 Nondis¢rimination.
Neither the Employer nor the Union shall discriminiie against any
employee hy reason of the following status: age, sex (exc :ot where age or
sex is a bona fide occupational qualification), race or etinic origin, color,
creed, national origin, religion, disability, disabled or Vieti am era veteran,
political affiliation, marital status, sexual orientation, or membership or
non-membership in a union.

2.2 Affirmative Action.

{a) Policies.
In conjunction with Federal and State £xecute Orders, the
Employer and the Union agree on the need for an iffirmative action
approach to correct and review any inequities in the employment
process. The Employer shall have and impleme it an affirmative
action plan which requires the Employer to make :oecial efforts to
recruit, employ, retain, frain, promote, em:ourage career
development, and transfer qualified members of jroups formerly
excluded, even if that exclusizn cannct be traind to particular
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discriminatory actions on the part of the Employer, and to develop,
implement, and monitor affirmative action goals and timetables for
hiring andior promoting members of protected groups into job
classes/categories where it has been determined that under-
utilization exists.

{b)  Applicable Law.

The Union and the Employer agree to abide by and support the
applicable statutory and administrative laws pertaining to equal
oppertunity and elimination of employment inequities. In order to
promote this policy, the Employer wili continue its affirmative action
program for qualified women, ethnic and racial minorities, persons
of disability, persons age 40 and over, disabled veterans, and
Vietnam era veterans.

Sexual Harassment.

No employee shall be subjected to discrimination in the form of sexual
harassment, currently defined in the University of Washington Handbook
(Volume 4, Part 1, Chapter 2) as the use of one's authority or power,
either explicitly or implicitly, 1o coerce another into unwanted sexual
retations or to punish another for his or her refusal, or as the creation by a
member of the University community of an intimidating, hostile, or
offensive working or educational environment, through verbal or physical
conduct of a sexual nature.

Complaints.

A discrimination complaint may be filed with the University Complaint
Investigation and Resolution Office andfor as a grievance in accordance
with Article 4 of this Agreement. Employees may also file discrimination
complaints with appropriate federal or state agencies. The parties agree to
encourage the filing of discrimination complaints through the University
Complaint Investigation and Resolution Office,

ARTICLE 3 - UNJION MEMBERSHIP, FAIR SHARE AND DUES DEDUCTION

31

Union Membership and Fair Share Fee.

The Union shall fairly represent all employees covered by this Agreement,
Therefore, as a condition of empioyment, empioyees who are covered
under this Agreement shall, within sixty {60} days of employment, or within
sixty (B0) days of the effective date of this Agreement (whichever is later)
either execute a union membership and payroll deduction form or a fair
share payroll deduction form and shall have the appropriate fee deducted
from their payroll checks. Any employee who is 2 member of the Union
may voluntarily withdraw their membership from the Union and pay a fair
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share fee by giving written notice to the Union within thir, (30} days prior
to the expiration date of this Agreement.

Employees who are determined by the Public Emplcment Relations
Commission to satisfy the religious exemption requireme its of 41.80.100
shall make payments to the Union ecuivalent to regular .nion dues and
initiation fees for purposes within the program of the Unii: i as designated
hy the employee that would be in harmony with his or her “onscience,

Dues Deduction.

Upen written autherization by an individual employee, th: Employer shall
provide for the semi-monthly payroll deductions of unin dues and fair
share fees which are uniformly appliec to all members in 'hose bargaining
units in which the Union is the exclusive bargaining agen!

Indemnification.

The Union and each employee authcrizing the assignm:nt of wages for
the payment of Union dues hereby undertakes to indemify and hold the
lUniversity harmiess from all claims demands, suits o other forms of
liability that may arise against the University for or on account of any
deductions made from the wages of such empioyees.

Remiftance of Dues.

The Employer shall electronically transmit to the Union in the first bank
working day after each payday all duss and fair share f:es deducted for
that pay peried in those bargaining units for which {-2 Union is the
exg¢lusive bargaining representative.

Listing of Employees.

The Employer shal! provide the Union with a semi-mor-hly listing of all
employees with union dues or fair share fee deductions " the designated
bargaining units and a monthly listing of all employees 1~ the designated
bargaining units who terminated their employment, <1 changed their
employment status, classification or work location. Thi employer shall
provide this information electronically along with bargaini 19 unit employee
pay rates and home.

ARTICLE 4 - GRIEVANCE PROCEDURE

Definition,

A grievance, within the meaning of tnis Agreement, sh.ll be defined as
any alleged misapplication or misinterpretation of thi: terms of this
Agreement.
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A grievant, within the meaning of this Agreement, shall be defined as an
employee within a bargaining unit covered by this Agreement who alleges
a grievance, the Union alleging a grievance, or the Employer under the
terms and conditions of this Agreement. An individual grievant may not
invoke steps three or four of the grievance procedure without authorization
from the Union. Grievances involving formal counseling (Step One), final
counseling or dismissal (Step Two) shall be submitted to the level of
supervision having authority to act or designee.

Responsibilities.

The Union shall prevail upon all employees in the bargaining units and
especially stewards to make a diligent and serious attempt to resolve
complaints at the lowest possible level. The Employer, tikewise, shall
prevail upon its supervisory personnel to cooperate fully with the stewards
and other Union representatives in the prompt resolution of any
grievances that may arise.

Employee Grievance Rights.

Any employee who believes hefshe has been aggrieved may personally
seek relief from that condition by filing a grievance, irespective of any
supervisor's opinion of the grievance's validity. In the presentation of
grievances the employees shall be safe from restraint, interference,
discrimination, or reprisal,

Time Limitations.

An extension of the time limitations as stipuiated in the respective steps
below may be obtained by mutual consent of the parties. Failure of the
employee to comply with the time limitations without a request for time
extension shall constitute automatic withdrawal of the grievance. Failure of
the Employer to comply with the time limitations without a request for time
extension shail establish the right of the employee to proceed to the next
step of the grievance procedure. For the purposes of calculating time
requirements, the first day shall be the day following the day on which the
employee was aware, or should have reasonably been aware of the issue
giving rise to the grievance. Saturdays, Sundays and holidays shall be
included in the calculation of days except that the final day may not be on
a Saturday. Sunday or holiday but wilt end at the close of the first working
day following the Saturday, Sunday or holiday.

Pay Status - Meetings.

Meetings and discussions on the grievance held in connection with this
grievance procedure shall normally be held during the University's regutar
business hours, and no deduction in pay status shall be made for the
grievant or steward for reasonable time spent in such meetings or
discussions during the employee's scheduled duty hours. Time off for
empioyees and stewards shall be granted by supervision following a
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request, but in consideration of job responsibiiities. If the requested time
off cannat be granted, the parties shall arrange for time : ./ at the earliest
possible time thereafler.

Grievance Withdrawal.
A grievance may be withdrawn in writing at any time by m tual agreement
of both parties and if withdrawn shall not be resubmitted.

Employee Representation.
The Union as exclusive representative of bargaining unit zmployees is the
responsible representative of said employees in grievance matters.

The parties agree that decisions rendzred under the prici HEPB process
shall not be determinative or precedential for any issues ‘aised under the
grievance procedure.

Sleps of the Grievance Procedure.

All grievances shall be processed in accordance wia the following
procedures. Grievances over final counseling or dismis:al will begin at
Step Two. For all other grievances, the parties may agr 2 to waive Step
One. For gnevances filed directly at Step Two, the grieve -t will have thirty
{30) calendar days from the occurrenca of the situation, ¢ indition or action
which caused the grievant to file.

Step One: Presentation.

Within thirty (30} calendar days of the occurrence of a sit sation, condition,
ar action which caused the grievance, the employee(s) at'zcted andfor the
steward or Union representative shall present the ¢‘ievance to the
employee's immediate supervisor for resolution. Preucntation of the
grievance shall include a short written description of i subject of the
grievance and the centract clauses allegedly violated. If “he grievance is
directed against the employee's immediate supervisor, the: grievance may
be presented to the next higher level of supervision. "™e parties shall
aftempt to meet to resolve the grievance within fifteen (1! 1 calendar days.
The supervisor will respond within five (5) catendar days 11 the meeting.

Step Two:

If a satisfactory settlement is not reached in Step One, & d the employee
wishes to pursue the matter further, said grievance shall f2 put inte writing
on the authorized grievance form and referred to the der: artment head or
designee or to the next appropriate level of manageme it and the Labor
Relations Office within fifteen (15) calendar days after t-e decision from
Step One. The date of alleged occurrence of the grizvance shall be
specified. The parties shall attempt to meet to resolve the yrievance within
fifteen {15) calendar days following the date of written .ubmittal. At this
step the Union agrees to cite all known sections of the /.greement which



allegedly have been violated and to provide a copy to the Human
Resources Office and Labor Relations Office. The grievant may be
represented by a steward and union staff representative. The University
will be represented by the appropriate management offictal, or designee, a
representative from the Labor Relations Office and a human resources
consultant, if desired by the University. The University will respond in
writing within ten (10} calendar days.

Step Three. Grievance Mediation.

If a satisfactory settlement is not reached at Step Two, the grievant with
authorization from the Union may submit the written grievance to the
Laber Relations Office requesting grievance mediation within fiftean {15}
calendar days.

Upeon mutual agreernent, the Employer and the Union shall request, within
ten (10) calendar days, grievance mediation services of the Public
Employment Relations Commission (PERC). 1f those services are
unavailable on a timely basis, the parties shall immediately request a list
of grievance mediators from the Federal Mediation and Cenciliation
Service (FMCS). The cost of the mediation shall be borne equally by bath
parties.

Step Four. Arbitration.

If a satisfactory settlement is not reached at Step Two or Three, either of
the signatory parties to this Agreement may submit the grievance to
binding arbitration. Such submittal must be made within fifteen (15)
calendar days following the conclusion of Step Two or Step Three. Within
sixty (60) days of the execution of the Agreement, the parties agree to
meet to establish a permanent panel of 3-5 arbitrators. These arbitrators
shall be assigned cases by the parties on a rotating basis. If the arbitrator
is not available to hear the case within sixty (60) calendar days of the
decision by either party to go to arbitration, the parties will contact the next
arbitrator in the rotation. If no arbitrator can hear the case within sixty {60}
calendar days, the case will be assigned to the arbitrator who can hear the
case on the earliest date.

The appointment will be for the first eighteen (18) months of the
Agreement, at which time either party may decide not to continue the
appointment. If an individual arbitrator decides to remove his/her name
from the panel or if one (1) or more members of the panel are not
continued by either party, the parties will meet to decide whether to
substitute an additional name(s).

The parties agree that the arbitrator shall have no power to render a
decision that adds to, subtracts from, alters or modifies in any way the
terms and conditions of the Agreement. The parties further agree that the
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decision of the arbitrator will be final and binding upon all »arties. The cost
of the arbitration shall be borne equally by the parties and sach party shall
bear the full cost of presenting its own case. The arbitratc s decision shall
ke made in writing and the arbitrator shall be encouraged to render the
cecision within thirty (30) calendar days of the close of the arbitration.

In cases where a grievance is moved to arbitration, and t & parties did not
avail themselves of Slep Three: Grievance Mediation, t1e moving party
shall have the unilaterai right fo demand a pre-arbitistion settlement
conference. These conferences shall not delay the arbiration process,
and may be held with or without the presence of an arbitrz ior, at the option
of the moving party. In the event that an arbitrator is pre:ent, the cost of
the arbifrator's participation shall be bone equally by the | arties.

ARTICLE 5 - STENARDS

Recognition.

The Employer recognizes the right of she Union to desigiiate a maximum
of five (5) union stewards from the Research Technologis Nonsupervisory
and Research Technologist Supervisory bargaining unils. Upon proper
designation in accordance with Section 5.3 of this Artic 2 the stewards
shall be authorized to take up employee grievances throu ;h the grievance
procedure of any SEIU Local 925 Agreement between 12 Employer and
the Union.

Steward Release Time.

A steward who is processing a grievance in accordance w °h the grievance
procedure of any SEIU Local 925 Agreement between tri: Employer and
the Union shall be pemmitted reasonable time to assist in 'he resolution of
legitimate employee grievances on the Employer's properis without loss of
pay or recorded work time. Time off for processing gricvrances shall be
granted to a steward by supervision following a ‘aquest, but in
consideration of job responsibilities. If permission for tin-z off cannot be
immediately granted, the supervisor shall arrange for time off at the
earliest possible time thereafter.

A record of steward's work time spen: on grievances or nther authorized
activity on behalf of the Union shall be maintained on : basis mutually
agreeable between the Union and the department invoive 1

in the event the Employer determines that the amount ¢ work time used
by any .steward on grievances or other authorized Uion activities is
unreascnable, it may become a topic for mutual discus: ion between the
parties.
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Designation of Stewards and Areas of Jurisdiction.

The Union will submit 1o the Office of Labor Relations an a semiannual
basis the names of all Union officers, stewards, their work locations, and
areas of jurisdiction. Stewards shall process grievances only within their
jurisdiction unless otherwise mutually agreed. In the event of
redesignation of stewards, notice will be provided to the Office of Labor
Relations at least two (2) working days before any such steward shall be
recognized as properly designated to take up employee grievances,

Stewards in Training.

Where the Union requests in advance of a Step Two hearing that a
second steward be present for training purposes, this release will be
approved without loss of pay or recorded work time subject to the
operational needs of the second steward's department.

ARTICLE & - STEWARD TRAINING

During each year of this Agreement each of the Union's stewards as
designated in Articie 5 of this Agreement shall be provided with eight (8)
hours of release time without loss of pay to participate in steward training
programs, in confract administration or duties associated with contract
administration, sponsored by the Union.

The Union shall submit to the Office of Labor Relations and affected
departments as far in advance as possible but at least three (3) weeks in
advance the names of those stewards who will be eligible for each training
course,

Time coff for these purposes may be approved in advance by the

empioyee's supervisor and will be contingent upon the supervisor's ability
to provide proper work coverage during the requested time off.

ARTICLE 7 - UNION BUSINESS ACTIVITIES

Employees who intend to absent themselves from work for the purpose of
attending and participating in Union business functions or programs such as
meetings, conventions, seminars, or to work for the Union on a temporary basis,
may do so under the following conditions:

1) Use accrued vacation leave;

2) Take leave of absence without pay;

3) Use accrued compensatory time;

4) Use accrued holiday or perscnal holiday time.

(
(
{
(



The Union and/or the employee shall reques! leave approval fr :m the affected
employee's immediate supervisor as far in advance as possible t it at least three
weeks week prior to the planned absence for approval.
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8.4
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ARTICLE 8 - HOURS OF WORK AND OVERTIMI:

General.
Hours of work for regular monthly employees in the barga -ing units listed
in Appendix | shall be established by the employing official

Cvertime may he assigned outside of normally schec: led shifts and
compensated in accordance with Secticn 8.5 and 8.6.

Definitions.

(a)  Fulltime Employee. A regular manthly staff employre scheduled to
work forty (40) hours per week in a seven (7) day p- iod.

(b)  Par-time Employee. A regular monthly staff employ:e scheduled to
work a minimum of twenty (20} hours per week bt : less than forty
(40) per week in a seven (7) day period. Part-time :mployees shall
receive all benefits of employment on a pro-rat. basis, except
health benefits coverage, which is determined by th: statz.

Work Day/Meal Period.

Meal breaks shall be a minimum of thirty (30) minutes, ur vaid and on the
employee's own time, provided the empioyee is off-dul, for that meal
period. It is the Employer's intention to provide uninterrupt: 1 meat breaks.

Rest Breaks.

Employees shall receive a fifteen (15) minute break duri j each four (4)
hours worked. It is the Employer's intention to provide ui interrupted rest
breaks.

Qvertime.

Work in excess of forty (40) hours in one (1) week performriad by overtime-
eligible employees constitutes overtime. The overlime hiurs worked by
the eligible employees shall be comperisated at a rate of 11ve and one-half
(1-1/2) times the employee's straight time hourly rate.

Overtime-gligible employees shall receive monetar,  payment as
compensation for overtime worked; however, at the empiiyee’ s request,
compensatory time off at one and one-half (1-1/2) tim:s the overtime
hours worked may be granted in lisu of monetary payt-ent. Monetary
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payment must be provided for any excess compensatory time accruals
which exceed two hundred and forty hours (240).

Compensation paid to an employee for accrued compensatory time shall
be paid at the regular rate earmed by the empioyee at the time the
employee receives such payment. Upon termination of employment, an
employee will be paid for any unused compensatory time in accordance
with the Fair Labor Standards Act.

Use of compensatory time shall require the approval of the employing
official with consideration being given to the work requirements of the
department and the wishes of the employee. Compensatory time off may
be scheduled by the employing official during the final sixty (60) days of a
fiscal year.

Compensatory time must be used or paid for by June 30" of each fiscal
year. Exceptions to this policy may be approved by University Human
Resources upon written justification of the extension.

For purposes of computing overtime compensation, holidays or leave with
pay during the employee's regular work schedule shall be considered as
time worked.

Overtime Policies.

(a)  Whenever overtime work is required, the employing official shall
determine the employees needed to work overtime on the basis of
their relevant experience. Overtime shall be distributed as equitably
as possible amang qualified employees.

{b} A record of overtime hours worked by each employee shall be kept
by the Employer, and such record of overtime may be reviewed,
upon request, by the Union.

{c} Itis intended that overtime wages for which salary payment is to be
made shall be paid to the employee on the paydate following the
pay peviod in which the overtime was earmed. in no event shall
such overtime payments be made later than thirty (30) calendar
days from the end of the pay peried in which the overtime was
eamned providing the payroll office has received the Exception Time
Report (ETR) authorizing such payment within the time limits set by
the payroll department.

{d) Temporary Modified Weekly Schedule. By muiual agreement,
individual employees and their supervisors may agree to a
temparary modified weekly schedule. This schedule allows
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employees to alter their regutar daily working hou 3 within a work
week without generating the payment of overtinie {(unless the
employee works beyond forty (40) hours in the emloyee's regular
workweek). Such scheduling will not be considsirad a regularly
recurring alternative schedute.

Change in Work Schedule Notification.

The Employer agrees to provide a minimum of fourteen (14) calendar
days notice to an employee in the event of an Eiployer-directed
permanent change in the employee's work schedule. For temporary
changes in work assignment occurring within the empliivee's assigned
work week, the Employer will provide two (2) calendar day: notice with the
day of notification constituting the first day of notice, ~or smergency
reasons, lack of work, an existing safety hazard to the emy 'oyee or others,
or mutual agreement between the Employer and employ+e under Article
8.6(d), the Employer may temporarily change an emplives's schedule
with fewer than two (2) calendar day’s notice. Temporary 5 defined as no
longer than one (1) week.

Language Pay.

Whenever a position has a bana fide requirement for reg ilar use of more
than one (1) language, or sign language (AMESLAN), or vraille, premium
pay of two (2) steps above the level aormally assighed 'or that position
shall be paid except for those instances where the positic n is allocated to
a class that specifies these skills,

Alternative Work Schedules.

Departments having continuous andfor public responsibilil; may establigh
independent work schedules in order to meet their special needs.
Departments are encouraged to establish flexible work ¢ hedules and to
give serious consideration to employee requests. Indivio 1al requests for
flexible scheduling may be approved by the employing :#icial, provided
that such scheduling does not interfere with the effective riperation of the
department and shall be dependent upon such consideral ans as building
accessibility and security.

Excepted Work Period Positions.

Employees assigned to excepted work period positions normally do not
qualify for overtime pay. However, when an employing oil cial determines
that the employee has been directed to work an exce:sive amount of
hours for an extended period of time, overtime 1~ the form of
compensatory time or cash not to exceed a "time and ne half {1-1/2)"
basis may be approved by the University Human Resourciss Department.
When the University creates or modifies a classificatior such that it is
excepted from overtime in accordanca with the law, the Union shall be
notified in advance of implementation. This language driis not preclude
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the Union of any indivicual employee from challenging the University's
overtime determination in appropriate forums,

Telework.

The parties agree that the Employer may offer telewark opportunities. 1
the Employer chooses to offer such opportunities, the Employer may enter
into direct discussion with the affected empioyee(s) regarding the
components of a written telework agreement. Such agreements shall be
between the affected employee(s) and the department. Upon request, the
Employer shall meet and confer with the union regarding the agreements.
The agreements will address the treatment of work time in the event of
equipment failure.

Staffing lssues.

Staff are strongly encouraged to bring concerns about staffing issues to
the attention of their depariment. Local 925 can also request that the
Office of Labor Relations set up a Joint Laber Management meeting for
the particular department. The Union can also place on the agenda of any
Labor Management meeting the issue of staffing in particular
departments/units at the University. The University will facilitate a
discussion at the Labor Management Committee.

ARTICLE 9 - VACATION LEAVE

Policy.
To the degree possible vacation leave shall be scheduled in accordance
with the preference of the employee.

Accrual.

Employees will accrue vacation leave during the new hire probationary
pericd, but may not use vacation leave until completion of the probationary
period. The current accrual schedule for full-time employees (prorated for
part-time), to be credited manthly, is as follows:

During Paid Vacation Days Per Year
1 year 12
2" year 13
3" year 14
4" year 15
5" year 16
6" year 17
7 year 18
8" year 19
9" year 20
12




9.3

10" year 21
11" year 22
12" year ¢r more 23
Scheduling.
{a)  The annual vacation schedule for use of vacatic ' leave in each

(c)

gepartment shafl be established in the existiry departmental
manner if adequate or in the following manner:

(1)  Twice each year, on or about April 1 aid October 1, a
vacation request sheet shall be circulated b, the department
to the bargaining unit employees. Each smployee shall
indicate his or her preferences of a vacatic- time period. In
the event that two (2) or more employees r :quest the same
vacation period and supervision must limi- the number of
persons who may take vacation leave at :ne time due to
wark requirements, preference shall be delsrmined by the
following methad: A number equal to one { | point for each
month of unbroken depaitmental service sh.ill be added to a
number equal te one (1) point for each mtnth of unbroken
University service and the employee with th. greater number
of points shall be given preference.

(2)  Supervision shall post the vacation schedu :» by May 1 and
November 1, which shall remain in Hect for each
succeeding six (6) months; that is, June 1 th' sugh November
30 and December 1 through May 31, respec| vely.

Employees may make supplemental vacation re« uests (requests
made outside the provisions of 9.3{a) at any time However, such
supplemental requests shall not take precedenc: over requests
scheduled in accordance with 9.3(a). Individual -acation petiods
may be changed at any time by mutual agreem:nt between the
employee(s) concerned and supervision; however, n ne case shall
an employee's scheduled vacation interfere witl. the necessary
work of the organization, the determination of whi: 1 shall rest with
supervision.

An employee who makes a supplemental vacatiol request will be
notified whether the request is approved or : snied within a
reasonable period of time, but in no case more thun fourteen (14)
calendar days after the supplemental vacation requist is submitted.
Any bargaining unit employee wha may transfer it 1o a department
shall alter his/her preferred vacation period for that rear if in conflict
with & previously established vacation schedule foi hat depariment

13



9.4

9.5

10.1

and the affected employees and department are unable to mutually
resolve the conflict.

{(d)  Vacation Denial. When an employee's vacation cannot be
approved, the supervisor shall schedule the employee's vacation at
the next earliest date requested by the employee and deemed
possible by the supervisor. In the event that the University cancels
an employee's scheduled vacation, leaving no time to rescheduie
such vacation before the employee's maximum balance will be
reached, the employee's vacation balance will be permitted to
exceed the allowable maximum and the employee will continue to
accrye vacation for a period of up to six (8) months in order to allow
rescheduling of the employee's vacation.

(e}  Holiday Rotation. Vacation requests filed in accordance with 9.3(a}
for the week inciuding Thanksgiving and the weeks including
Christmas Day and New Years Day shall be granted on a rotating
basis. The rotation will begin with the most seniar person (seniority
shall be determined by the method contained in 9.3(a){!) above,
and shall praceed in that order until all staff wishing to take vacation
leave during those holiday periods have done so. No employee
shall be granted more than one (1) of the aforementioned weeks in
a single year, unless there are no other interested employees and
the department is able to grant the request based on operational
needs.

Vacation Leave Accumulation.

An employee may accumulate a vacation balance, which normally shail
not exceed two hundred and forty {240} hours. An employee may elect o
accrue in excess of two hundred and forty (240) hours but must receive
approval 10 use the excess balance prior to the next anniversary date or
lose those hours accrued in excess of two hundred and forty (240).

Vacation Leave Cash Payment.

Any permanent employee who either resigns or retires, is laid-off or is

terminated by the University shall be entitied to accrued vacation pay.
ARTICLE 10 - SICK LEAVE/BEREAVEMENT LEAVE

Sick Leave.

(a)  Accrual. Full-time employees (prorated for part-time) accrue eight

(8) hours credit for each month of completed regular monthly
service.




(b)

Sick Leave--Use. Sick leave shall be allowed an =mployee under
the following conditions. The Emplayer reserves th : right to require
medical verification or appropriate proof wher sick leave is
requested for any reason listed below. The Emplo,wr will not make
unreasonable requests for sick leave verification.

M

2)

(3)

(6)

Because of and during ilness, disability or mjury which has
incapacitated the employee from performing “equired duties.

By reason of exposure of the employes v a contagious
disease during such period as attendance on duty would
jeopardize the health of fellow employees or 'he public.

Because of emergencies caused by seriou: illness or injury
of a family member as dafined in 104, fitexn (15) years of
age and over that requira the presence of i1e employee to
provide immediate necessary care of the p:vient or to make
arrangements for extenced care. The Vil z President for
Human Resources may authorize sick leave .se as provided
in this subsection for othar than family mer: »ers as defined
in 10.4. The applicabiiity of "emergency," ' iacessary care"
and "extended care" shall be made by the \ e President for
Human Resources.

To care for a child (as identified in 10.4) | nder the age of
eighteen (18} with a health condition that re juires treatment
or supervisicn, or to make arrangements for ixtended care.

Because of illness or injury of a family memi er as defined in
104 who is & person of disabifity ar | requires the
employee's presence to provide short-term are or to make
arrangements for extended care.

To provide emergency child care (as identific 1in 12.6{e) and
10.7) for the employee's child (as defined in  0.4). Such use
of sick leave is limited t2 three (3) instancas per calendar
year not to exceed twenty four (24) hours (h ;urs prorated for
part-time), unless extended by the Dire tor of Human
Resources Operations ar d shall be used on '+ as specified in
Atticle 12.6(e) and 10.7.

Because of the death of a family member a defined in 10.4
that requires the assistance of the empl .yee in making
arrangements for interment of the deceased



10.2

(8)  For personal medical, dental, or optical appointments or for
family members' (as defined in 10.4) appointments when the
presence of the employee is required, if arranged in advance
with the employing official or designee.

(¢}  Sick ieave may be granted for condolence or bereavement.

(d)  Use of Vacation Leave or Compensatory Time Off for Sick Leave
Purposes. An employee who has used all accrued sick leave may
be aflowed to use accrued vacation leave and/or compensatory
time off for sick leave purposes when approved in advance or
autharized by the employee's departmental supervisor.

()  Restoration of Vacation Leave. In the event of an incapacitating
illness or injury during vacation leave, the employee's supervisor
may authorize the use of sick leave and the equivalent restoration
of any vacation leave otherwise charged. Such requests shall be in
writing, and a medical certificate may be requested.

{fy  No Abuse of Sick Leave. Both parties agree that neither the abuse
nor the arbitrary denial of sick leave will be condoned. The
Employer and the Union agree to work cooperatively toward the
resolution of mutually identified problems regarding the use of sick
leave.

Sick Leave Cash QOut.
Eligibtle employees may elect to receive monetary compensation for
accried sick leave as follows:

Only in January of each year an employee whose sick leave balance at
the end of the previous year exceeds four hundred and eighty (480} hours
may elect to convert the sick [eave hours earned in the previous calendar
year, minus those hours used during the year, to monetary compensation.
No sick leave hours may be converted which would reduce the calendar
year-end balance below four hundred and eighty (480) hours. Monetary
compensation shall be paid at the rate of 25% and shall be based upon
the employee's current salary. All converted hours wilt be deducted from
the employee's sick leave balance.

Empioyees who separate from University service due to retirement or
death shall be compensated for the unused sick leave accumulation from
the date of most recent hire in a leave eligible position with the State of
Washington at the rate of 25%. Compensation shall be based upon the
employee's wage at the time of separation. For the purpose of this section,
retirement shall not include vested out of service employees who leave
funds on deposit with the retirement system.
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10.7

Former eligible employees who are re-employed within th 2e {3) years of
their separation from service shall be granted all um :ed sick leave
credits, if any, to which they are entitled at time of separatiin.

Bereavement Leave.

An employee shall be granted three (3) days of bereav:ment leave for
each death of an immediate family or household membi-r as defined in
Section 10.4. Bereavement leave beyond three (3) days may be
approved in accordance with Aricle 10.1(c) basec on individuai
circumstances, such as relationship of the empicyee ¢ the deceased
family member, employee responsibility for making funer 1| arrangements
and/or distance of travel out of the area.

Definitions.

Family Members. Individuals considered to be members :f the family are
the employee's spouse or same or opposite sex domesi & partner, child,
parent, grandparent, grandchild, sister or brother. I' alsa includes
individuals in the following relationships with the emplo. se's spouse or
domestic pattner: child, parent and grandparent. “Child" ¢ 50 includes any
child residing in the employee’s tome through fos:sr care, legal
guardianship or custody. Family members include tho:: persons in a
“step” relationship.

Reasonable Accommedation Due to Disability.

An employee who is unable to perfortn the work of their position due to
mental, sensory or physicai incapacity may be separaird from service
after the institution has made good faith efforts to reasonably
accommodate the employee's disability in accordance 'with applicable
state and federal law.

Shared Leave.

Employees shall paricipate in the University's shared lesved program in
accordance with state law and University policy as et forth in the
Administrative Policy Statements

4510

Choice of Leave.

In accordance with RCW 49.12 and WAC 296-130, em :loyees shall be
allowed to Use any or all of their choice of sick leave or o her paid time off
to care for a family member, as defined in 10.4, who has i serious health
condition or an emergency condition. Employees shall rit be disciplined
or otherwise discriminated against because of their e srcise of these
rights.
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ARTICLE 11 - HOLIDAYS

Holidays.
The present holiday scheduie includes the following eleven {11) days with

pay.

New Year's Day Independence Day
Third Monday of January Labor Day
Martin Luther King Jr. Day Veteran's Day
Third Monday of February Thanksgiving Day
President's Day Day After Thanksgiving
Memorial Day Christmas Day

Personal Holiday™
Hotidays are prorated for part time employees.

‘Employees who are emplayed four (4) months or more shall be entitled to
a Personal Holiday during each calendar year. This day may be used in
the same manner as any cother holiday.

Use of the Personal Holiday shall be requested in writing. When the
Holiday has been approved in advance and is later canceled by the
University, the employee shall have the option of rescheduling the day. If
the employee cannot be scheduled off, holiday premium pay wilt be paid.

The Employer may designate cther days to be observed in lieu of the
above holidays.

Holiday Premium Pay.

Any employee required to work on a holiday or any portion thereof shall
receive their regular eight (8) hours of holiday pay (prorated for part-time}
plus premium pay at time and one-half (1-1/2). Compensatory time may
be granted in lieu of monetary payment.

ARTICLE 12 - LEAVES OF ABSENCE
Leaves of absence may be granted for the following reasons:

1. Family Medical Leave

2. Work-related injury or iliness leave

3. Mititary training leave

4. Military service leave

5, Civil duty leave

6. Educational leave

7. Leave for government service in the public interest




8. To accommodate annual work schedules of employees 1 cupying
cyclic year positions

12.2 A leave of absence without pay may be allowed for condi* ons applicable
for leave with pay, e.g., vacation, personal or family illni-ss, or parental
leave which may include infant or child care.

12.3

12.4

Returning Employee Rights.

Employees returning from an authorized leave of ab.snce shall be
employed in the same position or in another position in thi same class in
the same geographical area and organizational unit, pro.iding that such
re-employment is not in conflict with other Articies in this A jreement.

Family Medical Leave.

(a)

(b)

Federal Family Medical Leave Act. Consistent with the federal
Family Medical Leave Act of 1893, an employee v.10 has worked
for the state for at least tweive (12) months and lir at least one
thousand two hundred and fifty {1250) hours during the twelve (12)
months prior to the requested leave is entitled to i to twelve (12)
workweeks of leave per year for any combination of *he following:

1 parental leave to care for a newborn or newt, daced child as
defined in 10.4; or

2. personal medical leave due to the employe:'s own serious
medicai condition that requires the employee. s absence from
work; or

3 family medical leave to care for a family me: -der, as defined
in 10.4, who suffers from a serious medici condition that
requires on site care or supervision by the er iployee.

The twelve (12) week FMLA leave entitlement is available to the
employee each calendar year, provided that eligibiiiy requirements
listed in (a} are met.

The University will continue the employee's existin;, employer-paid
health insurance benefits during the period of lesve covered by
FMLA. If necessary, due to continued perso al medical or
continued approved parental leave, the employee ri:ay elect to use
eight (8) hours of accrued applicable paid leave fo continuation of
employer paid health insurance benefits for up to wur (4) months,
including any portion of leave covered by the FMLA



Parental leave. Parental leave shall be granted for the purpose of
bonding with the employee's natural newborn, adoptive, or foster
child. Parental leave may extena up to four {4) months, including
time covered by the FMLA, during the first year after the child's birth
or placement. Leave beyond the period covered by FMLA may only
be denied by the Employer due to operational necessity. Such
denial can be grieved beginning at Step Two of the Grievance
Procedure (Article 4). Extensions heyond four (4) months may be
approved by the Employer.

Parental leave may be a combination of the employee's accrued
vacation leave, sick leave up to ten (10) days, personal holiday,
compensatory time or leave without pay, the combination of which
may be determined by the employee.

If parental leave is taken as leave of absence without pay, the
employee may apply eight (8) hours of accrued paid leave per
month during the first four (4) months of parental ieave to provide
for continuation of employer paid health benefits, Periods of
parental leave covered by the FMLA shall be deducted from the
four (4) month period of eligibility to intersperse paid leave.

Disability Leave. Disability leave of absence shall be granted for a
reasonable period to an employee who is precluded from
performing herfhis job duties because of a disability.

Employee requests for disability leave shall be submitted in writing
and the disability and recovery period shall be defined and certified
by a licensed health care provider, subject to a second opinion at
the Employer's expense.

Disahility leave may be a combinaticn of the employee's accrued
sick leave, vacation leave, personal holiday, compensatory time,
and/or leave of absence without pay, the combination of which may
be determined by the employee. If disability leave is taken as leave
of absence without pay, the employee may apply eight {8) hours of
accrued paid leave per month during the first four (4) months of
disability leave to provide for continuation of employer paid heaith
benefits. Periods of disability ieave covered by the FMLA shall be
deducted from the four (4) month period of eligibility to intersperse
paid leave.

Serious health condition leave consistent with the requirements of

the FMLA shall be granted to an employee in order to care for a
family member, as defined in 10.4, who suffers from a serious
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medical condition that requires on site care of st pervision by the
employee.

The employer may require tyat such leave bi- supported by
certification from the family merber's health care rovider. Serious
health condition leave covered by the FMLA may be taken
intermittently when certified as medically necessar

Employees will use accrued paid leave prior tc going on leave
without pay. Sick leave may be used as described n Article 10.1{b).
An employee on leave without pay under this -ection (serious
health condition) may qualify for receipt of sh.ed leave. The
employer shall maintain employer paid health benefits during
periods of leave covered by the FMLA,

Disability and serious health condition leaves whe' cavered by the
FMLA may be taken intermittently when necessary

The employee shall provide the employer with nc1 less than thirty
(30} days nctice before the leave is to begin excey | that if the need
for the leave is unforeseeable thirty (30) days o advance, the
employee shall provide such nolice as is practicab!..

Educational Leave.
Leave of absence without pay may be granted for edus ational leave for
the duration of actual attendance in the: educational progri- m.

Leave Due to Child Care Emergencies,
For leave required to care for an ilt child see Article 10.1(t (6).

(a)

{c)

Absence due to childcare emergencies as defined <hall be charged
to one (1) of the following:

(1} Coempensatory time;

(2} Vacation leave;

(3} Sick leave;

{4} Personal holiday;

(5) Leave of absence without pay.

Use of any of the above leave categories is der-rndent upon the
employee's eligibility to use such leave. Accrue | compensatory
time shall be used before any other leave is used.

Use of vacation leave, sick leave, and leave of abs.-nce without pay
for emergency child care is 'imited to three (. instances per
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12.9

calendar year of each type of leave not 1o exceed twenty four (24)
hours each, with the hours prorated to pari-time employees.

{d)  The employee upon returning from such leave shall designate in
writing to which leave category the absence will be charged. For
the purpose of this section, advance approval or written advance
notice of vacation leave, persenal holiday, and/or leave of absence
without pay shall not be required.

{e) A chid care emergency is defined as a situation causing an
employee's inability to report for or continue scheduled work
because of emergency child care requirements such as unexpected
absence of reqular care provider, unexpected closure of the child's
school, or unexpected need to pick up child at school earlier than
nermal.

Military Leave.
Military leave will be treated in accordance with applicable state and
federal law.

Civil Duty Leave.

teave of absence with pay shail be granted employees to serve on jury
duty, as trial witnesses or to exercise other subpoenaed civil duties.
Employees shall reimburse the institution for all compensation received for
such civil duty, exclusive of expenses incurred.

Work-related Injury Leave.

An employee who sustains a work-related illness ar injury shall, upon
written request and proof of continuing disability, be granted leave of
absence without pay for up to six (6} months without loss of layeff seniority
or change in annual increment date. Leave without pay exceeding six (6)
months may be granted at the option of the employing official.

Employees wha suffer a work related injury or illness that is compensable
under the state worker's compensation law may select time loss
compensation exclusively, leave payment exciusively or a combination of
the two (2). Employees taking sick leave during a period in which they
receive workers' compensation under the industrial insurance provisions
shall receive full sick leave pay, less any industrial insurance payments for
time loss during the sick leave period.

12.10 Inclement Weather and Suspended Operation.

When an employee is absent from work due to inclement weather, the
employee shall have the option of charging the absence to accrued
compensatory tme, vacation leave or leave without pay.
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If the University determines it is advisable due to emerger..'; conditions to
suspend the operation of all or any portion of the instituti: 1 the following
will govern:

When prior notification has not been given, employee: released until
further notice after reporting to work, saall receive a minit um of four (4}
haurs pay for the first day. The followirg options shall be ‘nade available
to affected employees not required to work for the balanc: of the closure:
vacation leave, personal holiday, accrued compensatc iy time, leave
without pay or up to ninety (90) days tc make up work tim:- lost. Make up
time worked by overtime-eligible full time employees i$ ¢z sulated at time
and one-half (1-1/2).

ARTICLE 13 - CLASSIFICATIONS

The parties agree to defer discussions regarding the class ‘ication system
changes promulgated by the Personnel System Refori Act of 2002
{PSRA]. The parties agree that discussion regarding the classification
system is a permissive subject of bargaining and this A;;'eement is not
intended to alter that understanding.

The discussions will commence no later than sixty (60) Jays following
DOP's implementation of Phase One of the statewide ravision to the
classification system {Phase One is scheduled to be implamented on or
ahout July 1, 2005).

During this period of discussion, the current classifica ions with their
respective pay levels are hereby incorporated into thw contract as
Appendix i. The existing class specifications for these jobs are considered
in effect upon the execution of this contract.

13.2 (a) Should the University decide to create, eliminate, r modify class

specifications which does not involve a major re:ructure to the
overall classification system, it will notify the Unior in advance of
implementing the action. Notification will include the: bargaining unit
status of the classification and, for a newly crea nd or modified
classification considered to be in the bargaining unit, a proposed
salary. Notification will occur at lsast thirty (30) day: in zdvance of
any proposed implementation «date. At the Unior ‘s request the
University will meet and confer with the Unioh ovir its proposed
action.

{t}  An employee occupying a posiion reallocated to a class with a

lower salary range maximum due to a class being created,
abolished or modified will retain the salary of their ‘ormer position
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until reaching the top of the range of the former position, and then
will be frozen until the new class pay range catches up.

An employee(s) cccupying a position reallocated o a class with a
higher salary range due to a class being created, abolished or
rmodified will receive the same step in the new range as the
employee(s) held in the previous range. The periodic increment
date of the employee will remain unchanged.

(¢}  Within thity (30) calendar days foliowing implementation of the
University's decision to create or combine classifications per 13.2,
or modify class specifications for bargaining unit positions, the
Union may file an appeal with the Classification Review Hearing
Officer selected under Article 14 of this contract, to determine if the
salary assigned to the classification is appropriate.

The Union may, at any time, propose a new classification with appropriate
justification. These proposals will be reviewed by the Compensation Office
of Human Resources which wil' accept, reject or modify any proposal. This
review is not grievabie,

The University agrees to notify the Union of any proposed reclassifications
of occupied bargaining unit positicns into non-bargaining unit positions.

ARTICLE 14 - RECLASSIFICATION

Policy.

Positions shall be allocated to the appropriate classification. Requests o
reclassify should be based on a belief that the duties, responsibilities, or
qualifications of a position are such that it is inappropriately classified.

Position Review Process.

{a)  The Universitty, employee, or employee representative may request
that a position be reviewed when the requesting party believes that
the basis of its request has become a permanent requirement of
the position. Employees and employee representatives may not
request that a position be reviewed more often than once every six
(6) months.

(b}  The request must be complete and in writing on forms provided by
the University. Requests may be submitted to Human Resources or
to an employee's direct supervisor or depariment. Any party may
submit additional infermation, including the names of individuals,
which the party believes is relevant to the position review.
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()  An employee may request that a representative b present as an
observer at meetings with the University review: - scheduled to
discuss the request for position review. At the empl :vee's request a
particn of such meetings shall te conducted in a « Jiet and private
location, away from the work station.

(dy  The University reviewer will investigate the positun and issue a
written response to the employes2 or employee repri:sentative within
sixty (60) calendar days from receipt of the compl ized request. (A
completed request is defined as the employee completing all
emnployee portions of the re-classification forms.} T e response will
include notification of the class and salary assiined when the
position is reallocated, or notification of the reas ins the position
does not warrant reallocation when the request 1: not approved.
Reclass requests may be submitted at either the dratmental level
or directly to Human Resources Reclass requests submitted at the
departmental level must be forwarded to Human Resources with
thirty (30) calendar days.

(e)  The effective date of allocations or reallocations initiated by the
University shall be determined by the University. T v effective date
of a reallocation resulting from an employer or employee
rePresentative request for position review will be e:i:ablished as the
1% or the 16™ of the month which precedes tri: date that the
completed request was filed with Human Reuources or the
empicyee’s direct supervisor or department, whict Hate is earliest.
The date of receipt must be appropriately documer iad.

] An employee may request reconsideration followi ;j receipt of the
University's determination. Retuests for reconsi: 2ration will not
hold the timeframe for filing an appeal under Article 14.3.

Position Review Appeal Process.

If the Union wishes to appeal the decision of the Univers: s, it may appeal
to the Classification Review Hearing Officer within thir+ {30) calendar
days following the date of the University's written respor .e. The Hearing
Officer shall be jointly selected by the parties within thirty 30) days of the
execution of this contract and shall serve for a minimun of one (1) year
from the date of selection. At that time the parties mz + choose to re-
appoint the Hearing Officer or select a different Hearing 1fficer who will
also serve for a minimum of one (1 year from date ¢! selection, The
Hearing Officer shall hold hearings or a quarterly basis .nless there are
no appeals to hear or the parties ag-ee to pend any c:2n appeals. Al
materials considered in the position review shall be :ubmitted to the
Hearing Officer prior to the hearing and neither party will -ubmit evidence
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at the hearing that was not submitted during the position review. The
Hearing Officer shall endeavor to hold multiple hearings each day, and
shall issue a concise decision which shall be final and binding. The
Hearing Officer shail have no authority to alter the terms and conditions of
this contract. Employees may be represented at the hearing and will be
released from wark with na loss of pay to attend the hearing. The Hearing
Officer's fees and expenses shall be shared equaily by the parties.

ARTICLE 15 - TEMPCRARY ASSIGNMENT AND TEMPORARY
APPOINTMENT

To a Higher Position.

The employing official may temporarily assign a regular monthly employee
the duties and responsibilities of a higher-level class for up to one (1} year.
Such appointments shall be made in increments of no more than six {6)
months.

The employee shail be paid at the salary step which represents at least a
two (2) step increase over the present salary. Such increase shall be
effective the first day of the assignment when approved as higher-level
duties and responsibilities by the Director of Human Resources
Operations.

Other Assignments.

Except as otherwise provided in this Agreement, duties assigned an
employee shall be consistent with the overall class concept of the
employee's job classification.

Temgorary Appointment.

Temporary appeintment may be made only to {(a) perform work in the
absence of an employee on leave for more than six (6) consecutive
months or (b} perfarm work which does not exceed one thousand fifty
(1050) hours in any twelve (12} consecutive month period. At the
conclusion of a temporary appointiment a permanent employee shall have
the right to revert to his/her former position or to an equivalent position. No
temporary appeintment shall take the place of employees laid-off due to
lack of work or lack of funds.

Fixed Duration Appointments.

Appointments for a fixed duration may be made for assignments initially
intended to be for more than one thousand fifty (1050} hours, but for no
more than twetve (12) consecutive months. Consecutive appointments
that total more than twelve {12) consecutive months will not be made for
the same assignmeni. The filling of fixed duration appointments will be
determined by the University. Individuals hired under this section will
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16.1

receive written notification of the maximum length of the . apointment and
the eligibitity for benefits. Conclusion of the appaintme: : will be at the
discretion of the University, including :ermination of app untment prior to
its originally intended expiration date, and will not be subi act to Articles 4
(Grievance Procedure) and 17 (Senioiity, Layoff, Rehire f the contract,
Fixed duration appointments will not be made to eplace current
bargaining unit employees nor to dc the work of any sargaining unit
employee who has been laid off. Fixed duration appointmi “ts may only be
used to fill leave-of-absences andfor temporary projects; '1ey may not be
used to fill permanent positions Time worked in & fixed duration
appointment wilk count towards seniority for employees wi o are appointed
to a regutar monthly position represented by Local 925 w :hout a break in
service. Employees on a fixed duration appointment wi' be considered
non-bargaining unit applicants when applying for igular  monthly
bargaining unit positions.

(a)  An individual appointed to a Fixed Duration Appnintment who is
hired into the same job, in the same unit through 11pen recruitment
will have their Fixed Duration Appointment months »f service apply
toward their probationary period for that position.

(b}  Employees recruited into positions under sectio (a) who have
worked in the Fixed Duration Appointment six (6) rionths or longer
will be considered to have completed their probati: ary period and
all months of service under that Fixed Durati:n Appointment
{including extensions) will count toward their senior 1.

ARTICLE 16 - PROBATIGNARY PERIOD

Definition,

The probaticnary period is the initial six (8) month period r * employment in
@ class following appointment of a nonpermanent emplo. 2e. Permanent
employees at the University of Washington shall not 2e required to
complete ancther probationary pericd. Any paid or unjuid leave taken
during the probationary period will extend the period for a + amount of time
equal tc the leave. Weekends and holidays will count in 1 calculation of
the length of probationary period extensions. By mutual agreement, the
probationary period for selected classes may be establish-:d for a period in
excess of six {(6) months but not to exceed twelve (12) me - :hs.

Employees in probationary status will earn seniority fron their initial date
of hire but may not exercise senio‘ity rights until cc npletion of the
probationary period. Probationary employees are not elivible for layoff or
rehire rights.
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16.2 Probationary Period Rejection.

17.4

An appointing authority may reject an employee who has not completed a
probaticnary peried. Upon request by the empioyee, a meeting to explain
such action shall be held with a representative of the Employer. Af the
employee's request a representative of the Union shall attend such
meetings. Such rejection is not subject to Article 4 of this contract.

ARTICLE 17 - SENIORITY, LAYOFF, REHIRE

Seniority.

Seniority is defined as the continuous length of service in calendar days
with the University from the most recent date of hire. Service of less than
full time shall be considered full time. Time spent on leave of absence
without pay or on layoff shall not be included in computing seniority except
for cyclic year positions, but does not constitute a break in service.
Permanent employees who are veterans or their  unmarried
widows/widowers shall have added to their seniority the veteran's active
military service to a maximum of five (5) years credit.

Seniority shall be lost following an emplioyee’s resignation, termination for
cause, failure to return from a leave of absence, failure to accept two (2)
full recall offers (offers for the same pay, FTE status and shift as the
position from which the employee was laid off), or expiration of rehire
rights.

Employees who enter into the bargaining unit from other positions at the
University of Washington shall be credited with Jayoff seniority for all
seniority earned in the State classified service while employed at the
University. Employees who enter into the bargaining unit from other state
agencies and institutions of higher education shall earn layoff seniority
from the first day of coverage under the collective bargaining agreement.
Seniority for benefit accrual purposes shall include ali time credited to the
employee up to the date of entering into the bargaining unit. Urused sick
and vacation leave credits of permanent status employees changing
employment between bargaining unit and non-bargaining unit positions
shall move with the employee.

17.2{a) Layoff and Rehire. Whenever it becomes necessary for the

University 1o reduce its workforce due to a lack of work, lack of funds
or reorganization, the University shall use the following procedure in
determining which employees shall be laid off. The University shall
not lay off bargaining unit employees in lieu of disciplinary action. The
University shall make a concerted effort to re-employ bargaining unit
members on the rehire list. Bargaining unit members on the rehire list
are eligible to take all Computing & Communicaticns and Training &
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Development courses on a space available basis 1 pon payment of
designated fees.

Layefi. In 2 given class within a lab group, layoff sha be by seniority,
least senior person first as long as the remaining em: loyees possess
the essentiat skilis (defined as the minimum qualifica 1ons listed in the
job description for the classification and any -oecific pesition
requirements} to perform the necessary work. The Jniversity shall,
with & copy to the Union, identify the positions to t .+ abolished and
the employee(s) to be effected and shall notify em :loyeas in these
positions not less than twenty (20) working daws prior to the
abolishment of the positions, pay the employee wages in lieu of
notice, or combine pay and nctice. The notice #nall include the
effective date of the layoff and a reference to the ¢ ‘nployee's rights
under this Aricle,

The least senior employee in a classification shali ave the right to
replace the junior employee in a lower classificatio * in series if the
employee being laid off possesses the essential -kilis as defined
above to perform the necessarv duties, and the ~mployee to be
replaced is in the Yab group and 1as less seniority. more than one
(1) bumping option exists, the classification in the p: y range closest
to the positien be abolished will be used.

The opportunity to replace a junicr employee within 18 lab group will
require an FTE status within 2FTE of the FTE statu: of the person in
the position being abolished (e.g. if a BFTE position is being
abolished the incumbent is eligible to replace an inividual in a .6 —
1.0FTE position). If there is no opportunity for thi: person in the
position being abolished to repiace another employre within .2FTE,
s/he shall have the right to bump junior employees 'ith a lower FTE
status than their own, subject to the provisions heiin.  Employees
shall have no bumping rights per Article 17 within si» [6) months from
the effective date of a Final Counseling Action plan.

In accordance with the above, the incumbent in - position to be
abolished will be given up to three (3) working day: to determine if
s/he wants to exercise his/her bumping rights.

FTE Reduction. An employee in & position that is nc abolished but is
reduced in FTE status and who will remain benefit nligible after the
reduction will have the choice of staying in the redu ed position and
going on the rehire list for the position and FTE si:tus held by the
employee immediately prior to the reduction or exi cising available
layoff rights under 17.2(b). The employee must exe i:ise this choice
within three (3) working days of the reduction notice.
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(d)

Rehire. Employees identified for layoff will be placed on an eligible
rehire list{s) designated by the employee for twenty-four (24)
manths. In addition to the rehire list for the classification and FTE
status from which the employee was laid off, employees identified
for layoff may be on the following rehire lists:

1. For positions of a lower FTE status in the classification from
which the employee was laid off,

2. For positions in other classifications in which the employee
previgusly held permanent status; and,

3. Lower classes in a series under 1 and 2 above.

The University will refer an employee from the designated rehire
lisi{s) for any open positions in the bargaining unit for which the laid
off employee possesses the essential skills. Employees referred
from the rehire list{s) who possess the essential skills needed for a
vacant position will be offered the position prior to the University
offering it 1o any other appiicant. The two (2) most senior
employees on a rehire list{s) who possess the essential skills
needed for a vacant position will be advised that they are being
referred and the Employer will offer the position to either of those
employees. Job requests for positions for which there are
employees on rehire list(s) may not be withdrawn soiely to avoid
hiring laid-off employees.

The Employer shall provide copies of rehire lists 1o the Union on a
quarterly basis, or more frequently pursuant to a request by the
Union.

Rehire Trial Period. Employees placed into vacant positions from
the rehire list will serve a three (3) month rehire trial peried. During
the rehire trial period either party may, at its sole discretion and
without resort to the grievance procedure. inifiate return to the
rehire list. Time spent in a rehire trial penod will not count toward
the twenty-four (24) month rehire list period. The three (3) month
rehire trial period will be adjusted to reflect any paid ar unpaid leave
taken during the period.

Removal from List. Removal from the rehire list(s) will occur for any
of the following circumstances:

1. If placement does not accur within twenty four (24) months,
If the employee refuses two (2) offers of placement for a
position having the same pay, FTE status and shift as the
position from which the employee was laid off,
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3 If the employee was placad into two (2) vac:nt positions fer
which the employee has failed to complete the rehire trial
period,

4. if the employee accepts an offer of lacement and

completes the rehire trial service pericd,

5. Employees who reject one {1} offer of place nent from & list
for a position of a lower FTE status thar hat which the
employee held immediately prior to layoff w  removed from
that list,

B. Employees who reject ane (1) offer of place nent from a list
for a position in a classitication other than :hat from which
the employee was laid off will be removed fri m that list.

Benefits and Temporary Services. Employees on tI : rehire list who
follow the rules prescribed by Temporary Servici s will be given
priority to referral to temporary positions and can rneive employer
paid health benefit coverage if they meet the eligibi 'y requirements
as determined by the state.

Rehire Wages and Increment Date. When emplo zes are rehired
from layoff status, the periodic increment date a: | annual leave
accrual date will be reestablishad and extended b+ an amount of
time in calendar days equal to tre period of time s - at on the rehire
list prior to rehire.

Employees placed from the rehire list into positior: with the same
salary range held at the time of layoff shall be plaad at the same
step in the range held at the time of layoff. Employ:es placed from
the rehire dist into positions with a tower salary rar je than held at
the time of layoff shali be placec in a salary step niu.arest to, but not
in excess of, the salary held at time of layoff.

Rehire List Crossover. Employees within a Local - 25-represented
bargaining unit may, in accordance with this Articli, be placed on
the rehire list for positions in which they have pre..ously achieved
permanent status in another Local 925-representec sargaining unit.

Affirmative action goals may be considered at any point -uring the layoff
ar rehire process.

ARTICLE 18 - CORRECTIVE DISCIPLINARY ACTION/D! MISSAL

The parties will follow the "Corrective Action/Dismissal F ncess" outlined
below. No empleyee shall be subject to the process excer ! for just cause.
The process will be considered to incarporate the concey - of progressive

3



18.2

18.3

18.4

action while providing a positive method for improvement rather than
punitive action. The University will determine the specific step at which the
process begins based on the nature and severity of the problem.

Corrective Action/Dismissal Process.
The University wili make clear when formal or final counseling is being
conducted.

Informal Counseling - Informal discussion or counseling between
employee and immediate supervisor. Supervisor will follow-up in writing,
which will inciude simple action plan, if necessary.

Formal Counseling - Formal counseling (may invotve administrative
personnel other than the employee's immediate supervisor) including the
development of a written action plan. The action pian will identify specific
problem areas, performance objectives, suggestions for remedying, and a
timeframe for improvement.

Final Counseling - Final counseling (may involve administration other than
the employee's immediate supervisor) including action plan discussion
and revision, where appropriate. A decision-making period of cne (1) day
of paid time away from the work site for the employee to cansider the
consequences of failure to follew the action plan may be used at this step.
If the Employer decides to provide a decision-making day, the employee
will be given a list of expectations and problem statements prior to the day
taking place.

Dismissal - Prior to dismissal, a pre-determination meeting will be
scheduled to give an employee an opportunity to make his/her case
hefore the final decision is made. The employee has the right to have a
Union representative present at the pre-determination meeting.

Demotion - When mutually agreed, demotion may be considered at any
step of the Process.

Grievability/Arbitrability.

Informal counseling may not be grieved. Formal counseling may be
grieved through Step Two of the grievance procedure only. Final
counseling and dismissal may be grieved through every step of the
grievance procedure beginning at Step Two.

Representation,

Employees shall be notified orally or in writing that upon request they shall
be entifled to have a representative present when formal counseling, final
counseling or dismissal is occurring. Employees have a right to a meeting
with management whenever corrective aclion is issued. Attendance of a




19.1

19.2

representative shalt not delay the disciplinary proo
determined by the Employer. All partias shall make eve
allow for Union representation without unduly delaying the

188 unduly as
¢ effort possible
process.

ARTICLE 19 - EMPLOYEE PERFORMANCE EVALU LTION

Perfarmance evaluations shall be performed at least anni.
shall be based on job related performance factor
evaluations shail not be used to initiate personnel actions -
promotion or corrective disciplinary action, however evalu:
as supporting docurnentation for personnel act
participation in the development of evaluation materials :
is encouraged.

[Evaluation Forms.
{a)  Performance evaluation forms will at a minimum hz

{1) A description of the job related factors
evaluation is based. These will include:

i. quality of work {e.g. competence, acc.
thoroughness),

ii. quantity of work (e.g. use of time,
accomplished, ability to meet schedi!
levels),

iil. job knowledge (e.g. degree of techi.
understanding of job procedures and me-

iv. working relationships {e.g. cooperatiol
work with supervisor co-workers, studn
served).

(2} Provision for employee cornments.

(3} Provision for employee's signature accc
statement that "Employee signature means tl
has seen and is aware of the content of thi
does not necessarily mean that the employes
¢valuation content.”

(4) Provision for the evalualor and reviewer's
reviewer comments.

(b)  The performance evaluation form may be supplen:
forms andfor information used to support
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evalvation, Upon request, the employee may review any writien
materials used by supervision to prepare the evaluation.

18.3 Employee Evaluation Information.

19.4

19.5

(@)

Upon appointment to a position the employee's supervisor will
provide the employee with a copy of;

{1)  The class specification for the positicn
{2)  The position's job duties.

Written performance expectations shall be provided to the
empicyee in sufficient time to allow the employee tc meet the work
expectations (normally within sixty (60) calendar days after
appointment to the position). The Employer will provide at least
sixty (60) calendar days notice to employees prior to the evaluation
when modifications that substantively alter performance
expectations are made. Minor meodifications that do not
substantively alter performance expectations require no notice.

Evaluation Process.

(a)

(b}

(e)

The supervisor will communicate with the employee about
performance problems as they occur.

The purpose of the evaluation meeting is to review, discuss, and if
appropriate, modify the evaluation. The employee shall have an
opportunity to discuss the proposed evaluation with the evaluator
and to provide a written response.

A copy of the completed form, signed by all appropriate individuals,
will be provided to the employee upon request.

Performance evaluations shall be retained in the departmental file
for no more than three {3) years.

The evaluation shall be reviewed and signed by the employee's
second level of supervision or management designee,

Evaluator Training.

The Employer shall make available training opportunities for evaluators
regarding the Employer's performance evaluation program and shall, upon
request, share and discuss the contents of such training programs with the

Union.
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20.1

20.2

20.3

204

20.5

Grievability.

The procedural aspects of the employze performance ev.luation process
are grievable only through Step Two of the Grieviice Procedure,
Procedural aspects include alleged violations of this cont iic! or University
policy. Disagreement over the supervisory marks assigr»d to a specific
employee shall not be grievable and will be addresset via the actions
described in 19.4(b}.

ARTICLE 20 - EMPLOYEE TRAINING AND DEVELOI"MENT

Policy.

The Employer reaffirms its commitment to an on-going system of staff
vevelopment and training. Employer shall maintain an erployee training
and development plan. The objective of this plan sh: | be to provide
opportunity for the development o the potential c¢:cupational and
professional ability of each employee in order to (1) reet institutional
needs, {2) to make the mast effective and economic « se of employee
resources in accomplishing institutional goals, and 3} {2 enhance
employees’ career advancement opportunities.

The University shall annually provide a list of job classifi:atiors reflecting
the number of regular monthly positions and number lled in the past
calendar year. This information shall be on file in th. Recruiting and
Candidate Services Office and the respective area Hi.. nan Resources
Dffices.

Training and Development Task Teams and Committees.

The Union shall be invited to designate an employee zpresentative to
participate in each University Training and Developmer ' task team and
committee convened o address topics relevant to the sargaining unit.
Such topics may include career advancement, career 2aths, potential
training needs and courses, and program crediting in ne employment
process. Task teams and committees shall be chaired by he Training and
Development Manager or designee. Employee represe- tatives shall be
granted release time to attend task team and committe« meetings which
are conducted during regular business hours.

Information.

The Emplayer shall, upon written requast, provide the Un »n with copies of
1he institution's training and development plan and the ar- ual report of the
achievement of training objectives.

Training and Development Programs.

It is intended that supervisors will encourage employee: to participate in
lhe various training and development programs as orovided for by
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20.7

20.8

209

Executive Qrder 52 in order to maximize their job performance and to
increase their promotional opportunities.

When the Employing Officiai requires an employee to acquire new skills
the supervisor will identify appropriate sources of training and provide
training in accordance with 20.8.

Release Time.
Release time for training for employees accepted for training and
development programs shall be in accordance with Executive Order 52,

Completion of Training Programs.

Completion of training programs will be considered in evaluating an
employee's application for transfer or promotion when certification of
completion has been indicated by the employee. The Employer will review
courses offered through Training and Development, Computing and
Communications, and the Women's Information Center in order to identify
courses which satisfy requirements for regular monthly staff positions. The
Employer will determine the amount of credit appropriate to the tramning
course(s).

Crediting of completed training programs towards minimum qualifications
shall be determined by the Employer. Currently, successful completion of
the Fiscal Management Certificate Series is equivalent to six (6) months of
budgetffiscal experience and successful completion of the Supervisory
Certificate Series is equivalent to six {6) months of supervisory
experience.

Tuition Payment and Travel Cast Reimbursement.

If a superviscr requires an empioyee to receive training all fees and
related costs will be paid by the employing department. If attendance in
such courses requires use of the employee's personal vehicle, the
employee will be reimbursed at the University's travel rates applying at the
time. If ather transportation must be taken the employee wil be
reimbursed for all transportation costs. Required attendance in courses
which are outside of regular working hours and which are work related or
meet an identified institutional need is considered "paid time training” and
constitutes time worked.

Training - Layoff.

Employees on layoff status shail be eligible to participate on a space
available basis in regularly scheduled Training and Development
programs.
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20.10 Education and Professional Development.

211

21.2

221

222

The University encourages all departments/grants ‘with individuals
emplayed in this bargaining unit to provide as much suppc t for Continuing
Education as budgets will permit. The University recogr zes the crucial
confribution made by alf bargaining unit members, and ‘hat Continuing
Education assists staff in increasing the level of skill and nowledge they
bring 1o their chosen fields.

ARTICLE 21 - TUITION EXEMPTION PROGRAL'

In addition te those noncredit programs offered by tl » Training and
Development Office, eligible employees may participate it :he University's
tuition exempticn program as authorized by applicable state law and
University policy set forth in the Administrative Policy &tatements 22.1.
Subject to operaticnal needs and management discretion supervisors will
make a good faith effort to allow the use of flex time for :mployees who
wish to take a class during their scheduled shift.

Release Time and Fees.

\When an employee is required to tzke a tuition exen it class by the
Employer, asscciated expenses and release time will = provided per
Article 20.8.

ARTICLE 22 - PROMOTIONS/TRANSFERS

Palicy.

It is the policy of the University to encourage job arancement and
promote from within. It is the responsibility of each erployee seeking
promotion or transfer o provide the Employer with com lete information
regarding the employee's skills and qualifications relativ+ to the position
sought. The Employer will make the application proi 28s, necessary
submittals and the essential skills of the vacant p sition clear to
prospective applicants.

Definitions - For the purpose of this Article the following d -iinitions apply:

Promotion - Movement to a pesition with a different cla: sification with a
higher salary maximum.

Transfer - Maovement fo a position with the same salary - ximum or same
classification.

Yoluntary Demotion - Movement tc a position with 1 lower salary
rmaximum, whers the position is attained through the emp. iyment process.
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This secticn does not apply to employees who demote as the result of
corrective action.

Notice that applications are being accepted for vacant bargaining unit
positions will be published by the Employer and will be made available in
places intended to reach bargaining unit employees for a minimum of
seven (7) days prior to the closing of the application period. The University
may limit the scope of the posting area if applications only from within the
posting area are accepted.

The Employer will determine if applicants possess the essential skills
required of the position. Essential skills are the minimum qualifications
listed in the job description for the classification and any specific position
requirements. The Employer wiil refer all current bargaining unit applicants
possessing the essential skills prior to referring any non-bargaining unit
applicants. Where the skills, abilities and experience of the vacant position
applicants are considered equal, the Employer will offer the position to a
bargaining unit applicant. In accordance with applicabe law, affirmative
action goals will be considered when filling vacarcies.

At least one (1) bargaining unit appiicant per job requisition, who is a
regular monthly employee and who possesses the essential skills, shall be
armong those granted an interview for bargaining unit positions. Which
bargaining unit applicant(s} the Empioyer chooses to interview shall not be
grievable. On or after July 1, 2008 either party may notify the other in
writing that they wish to discontinue this agreement related to guaranteed
interviews for bargaining unit applicants,

Applicants from within the bargaining unit determined not to possess the
essential skills for the vacant position may seek a non-grievabie review of
the assessment through the Human Resources Office. Appiicants fram the
bargaining unit who possess the essential skills but are not offered the
position may request an explanation, written or oral, as to why the position
was not offered.

Mcvement between positions will comply with the following:

Movement Between Positions Within the University - Employees who
transfer, promote or voluntarily demote shall serve a trial service period
during the first six (6) manths of a new appointment. During the first six (6)
weeks of the trial service period, promotional employees have preemptive
rights to their former position if the position still exists, and transferred or
voluntarily demoted employees may return to their former position if it still
exists and is vacant. After the first six (6) weeks but during the six (8)
months, employees who do not meet supervisory expectations shall have
the apticn to be placed on the rehire list. Paid or unpaid leave taken during
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tne six {6) month trial service period shall extend the le igth of the trial
service period by the amount of paid or unpaid leave ta.2n. Empioyees
wha return to their former position, whether returning « nectly or being
placed from the rehire list, will not be required to serve ar sdditional three
{3) month trial service pertiod per 17.2(e).

Movement from a Non-University Position to a Bargainin  Unit Position -
Employeses will be required to serve a probationary peried .er Article 16.

Employees shall receive reasonable paid release time f: - job interviews
(which may include sitting for an examinaticn) at the Univi-rsity. Such time
must be approved in advance by the supervisor subjec to unit staffing
needs.

ARTICLE 23 - HEALTH AND SAFETY

Policies.

It is the Employer's intent to make reasonable and prop:i provisions far
the maintenance of approoriate standards of health and :afety within the
workplace. The Employer shali comply with applicable Fi-Jeral and State
health and safety legislation and regulations and has designated the
University's Environmental Health and Safety (EH&$) Department to
advise and manitor compliance with such standards.

When it is established through medical documentation that a disabling
condition or physical limitation prohibits continued pert wmance of the
amployee's assigned dulies, the Employer will attem| : to assist the
employee through reassignment, transier, or reconfiguratin of job duties.

Employees who believe that working conditions present + hazard to their
health should first alert their supervisor. All employees ar- encouraged to
contact Environmental Health and Safety to report hazard :nus conditions. If
a supervisor or Environmental Heaith and Safety declar s a work site to
be hazardous and unfit for work, effected employees ma, be ussigned to
alternative work sites untit the hazardous condition is rectified. if
assignment to an alternative work site is not possible ar | the supervisor
decides o send the employees home, those employee: sent home will
receive their regular pay for all time the employee is sche ;uled to work on
the day of the incident. For all subsequent days the empl vee(s) may use
accrued leave as appropriate.

Health Examinations.

The Employer shall provide at no cost (o the employee, si+:h medical tests
or health examinations as may be required as a condition f employment.
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Safety.

All work shall be performed in conformity with applicable safety standards.
Empioyees are encouraged to immediately report any unsafe working
conditiens to their supervisor. No employee shall be disciplined for
reporting any such condition nor be required to work or to operate
equipment when hefshe has reasonable grounds to believe such action
would result in immediate danger to life or safety until the condition has
been reviewed by a Union Steward and a higher level of supervision. If the
matter is not resolved satisfactorily, the supervisor or employes may
request a decisicn from the University's Department of Environmental
Health and Safety or the Department of Labor and Industries.

Safety Committees.

Bargaining unit employees shall be appropriately represented on any
organizational health and safety committees for areas in which they are
employed, as detailed in Administrative Policy Statement 10.11. Any
departmental or unit committee also dealing with health and safety issues
in work areas shall appropriately involve bargaining unit employees. It
shall also be appropriate for either party to raise health and safety
concerns at the Jaint Union/Management Committee.

Ergonomics.

The Employer shall maintain a separate section in the Administrative
Policy Statements that reference the ergonomic requirements of WAC
296-62-051. Further Ergonomic guidelines shall be referenced on the
Environmental Health and Safety department website:
www.ehs.washington.ecu.

Workplace Review.

The parties recognize that there are several elements in a worksite which
may affect individual health, comfort and productivity. The employer shall
conduct routine hazard assessments of any worksite that may contain
health hazards as required by WAC. The employer shall provide
awareness education to heip reduce identified hazards. Employees may
also request a workplace review by the employing department and
employees shall be given the results of the review.

ARTICLE 24 - RECORDS
Vacation/Sick Leave.

Each depariment will keep vacation and sick leave records and make
them available to employees upon request.
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Bargaining Unit.
A current list of names, classifications, and departments f all bargaining
unit employees will be provided annually to the Union at c. t.

Personnel File.

Upon written request by an employee ta their area humarn esources office
(official personnel file) or department manager (depari mental file), the
employee or employee's representative shall have iccess to the
employee's officiat or departmental parsonnel file for toview. Upon the
employee's request, the employee mav receive copies of iny materials in
the file {recuests for reascnable numbezrs of copies will b provided at no
cost to the employee; employees may be charged a fee lor raquests for
large numbers of copies). Prior 1o such review the Dire tor or designee
may remove any letters of reference which were c¢-:ained through
assurances of confidentiality to a third party. Such lette 5 shall only be
used for the purposes of hiring and/or promotional applica :on.

Employees shall be provided a copy of all adverse mate: al placed in the
official file at the time the material is included in the file.

(a)  Information shall be retained as long as it has a reisonabie bearing
on the employee's job performance or upon tiu efficient and
effective management of the institution.

Adverse material or information related to employt 12 misconduct or
alleged misconduct which is determined to be fa se and all such
information in situations where the employee nias been fully
exanerated of wrong doing shall be promptly destre ed.

(b)  Notwithstanding subsection (1) of this section, ar institution may
retain information relating to employee miscor uct or alieged
misconduct, if:

(1) The employee requests that the information 2 retained; or,

(2)  The information is related to pending lega action or legal
actions may reasonably be expected fo resy

The employee shall have the right fo have placed in his/h- - own personnel
file & statement of rebuttal or correction of information cor “ained in the file
within a reasonable pericd of time after the employee bec mes aware that
the information has been placed in the file.

Requests for Information.

The Employer shall make available to the Union, upon written request,
records and reports regarding perscnnzl issues, such ast ime addresses,
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employment data and reclassification requests, concemning those
classifications in the bargaining units, provided that this shall not require
the Employer to disclose any records not subject to disclosure under the
Public Disclosure Act of the State of Washington or to maintain or
assemble any data which it would not otherwise assembie for its own use,
Information shail be provided electronically where feasible.

ARTICLE 25 - TRAVEL PAY AND WORK TIME

General,

Any employee required to travel to a place of work other than his/her
regular official duty station shall be reimbursed for travei costs if eligible, in
accordance with University of Washington Administrative Policy
Statements, Section 70.

Work Time and Compensation.

(@  When employees are required to report for work to their officiai duty
station before traveling to a temporary official cuty station, work
time computation shall commence at the time of reporting to the
reqular official duty station.

{(b)  When employees are required to travel on a nonscheduled work
day they shall be paid in accordance with Article 8 and University
policy. For purposes of determining hours of work, the work day
shall commence at the time the employee leaves his/her official
duty station and end upan arrival at the temporary duty station. The
employee's domicile shall be histher official work station when
travel commences from that location if fess than time calculation
from the official duty station.

ARTICLE 26 - POLICIES

Contracting Out.

The University will not contract out work which results in the layoff of
bargaining unit employees who are employed prior to the time of the
execution or renewal of the contract. The University will provide the Union
thirty {30) calendar days notice prior to the implementation of any contract
allowed under this Article.

Unicn Access.

Upon prior notification to management, authorized Union staff
representatives shall be permitted to enter the Employer's premises and
facilities at reasonable times for the purpose of representing employees in
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personnel matters consistert with the Union's cedificatic 1 as exclusive
bargaining representative. It is understood that any su :h visits which
require a meeting with an employee will be restricted to 'he nonworking
time of the employee unless otherwise authorized by 1 1anagement or
provided for elsewhere in this Agreement, and that tl :re will be no
interference with an employee's work assignment,

Assignment of Additional Duties.

An employee whe is permanently assigned the dutie of a position
vacated by attrition, tayoff, or other reasons, in addition @ « his or her job
duties, shali have the right to meet with his or her supe: .1sor to discuss
the situation. If the initial meeting between the sup: visor and the
employee does not result in a satisfactory conclusion, the srmployee may
request a subsequent meeting which a representative ¢ the linion may
attend.

Personal Services.

It is inappropriate and contrary ta University policy to assig 1 any employee
coffee making, related food service duties, or other tast . of a personal
nature. The exception is when such an activity is based 1n a bona fide
departmental requirement,

Uniforms Requirement.

Uniforms required to be warn by the employee shall b provided and
replaced by the Employer at the Employer's expense, The naintenance of
uniforms shalt be the responsibility of the employee. Prior to ary decision
by a department head to purchase uniforms, employees ir their respective
departments shall be given an opporlunity to consult with 'ieir department
head regarding the calor and style of uniform to be worn. “he department
head will give serious consideration t3 the wishes of i employees in
making a decision.

Legislative Briefings.
The Union President or designee shall be invited to aend legislative
briefings conducted by the Employer.

Chiid Care.

As a major employer, the University of Washingtan reci gnizes that the
family life of its employees has a significant impact upon 'heir work lives.
The Empioyer currently sponsors daycare within 118 community,
subsidizes care for mildly ill children (as defined in 10.11, and funds a
pasition for coordinating child care services. The Employrr will notify the
Union so that the Union may have an apportunity to prov le input prior to
any University action being taken to modify child care proirams which are
currently being sponsored by the University.
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Information regarding availability of resources to facilitate employee child
care is availabie in the Reference Stations and/or the WorkiLife Services
office.

Other articles in this Agreement which address child care and parenting
needs include Article 8.9 (Alternative Work Schedules), Articte 10.1 (Sick
Leave) and Article 12 (Leave of Absence).

Resignation.

An employee has the right to withdraw his/her resignation within twenty
four (24) hours, excluding Saturday, Sunday and holidays, after submitting
the resignation. Employees may only withdraw one resignation per
pasition held The Employer may permit withdrawal of a resignation at any
time,

ARTICLE 27 - FACILITIES

Meeting Facilities.

The Union shall be permitted to use the Employer's facilities for meetings
provided advance notice is given tc the Employer, appropriate space is
available on the date requested, and meetings are held in accordance with
the Employer's palicy on this subject.

Bulletin Beards.

{a)  Space shall be made available to the Union on bulletin boards, in
those areas where bargaining unit members work or frequent, for
the posting of notices and infermation pertaining to official business
of the Union Such posted material is to be signed by a Union
representative.

(b) If it is established that adequate space is not available at a
convenient location, the Union may provide for and have installed a
builetin board at its own expense, provided the size and location of
said bulletin board shall be mutually agreeable to the Union
representative and the Employer.

Employee Facilities.

(a) Restrooms and attendant facilities shall be provided as required by
the State of Washington Department of Labor and Industries.
Dressing rooms and/or lockers shall be provided to employees in
those classifications where a change of clothing is required by the
Employer.
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(b}  The adequacy of employee facilities, including :anitary supply
dispensers for female employees, shall be a priver subject for
discussion by the Joint Union-Management Commil ze.

ARTICLE 28 - JOINT UNION-MANAGEMENT COMM (TEE:

Committee Purpose and Membership.

A Joint Union-Management Committee is established to rovide a forum
for communications between the two (2) patties and to ¢-al with matters
of general Union/Employer concern. The committee's .nction will be
limited to an advisory capacity and shall not inctude any iecision-making
or collective bargaining authority.

Commitiee membership shall consist of two (2) bargaininy unit employees
and a Union staff representative and three (3) Employer r vresentatives to
include the Labor Relations Officer or designee.

The Employer will discuss with representatives of the ..nion significant
changes affecting institutional conditions of employ nent generally
affecting bargaining unit employees sufficiently in advanc of the targeted
implementation date of said changes so that reasor:ible alternative
proposals can be adequately considered by the Unin-Management
Sommittee. Diversity, child care and tuition exemption sh: | be considered
appropriate subjects for the Joint Unior Management Gon inittes.

Meetings.

At least one (1) week's notice shall bz given to member- of any agreed
upon meeting and the agenda. Committee meetings shall ormally be held
during University business hours and at a mutually agr:sable time and
date. Employee members shall experience no loss in s lary for meeting
participation; however, meeting times are not construed i work time and
no overtime shail be claimed or paid for meetings atter fed outside the
employee members' regular working hours.

Limitations

Committee meeting topics shall be limited to subjects of ¢ 1aup rather than
individual concern, and the commit’ee shall not dis: iss grievances
properly processed under Article 4 of the Agreement. | urther, it is not
intended that this Article obiigate in any way either part ‘0 negotiate on
personnel matters covered in this Agreement or to alter. imit, restrict, or
reduce prerogatives of either party otherwise provided in 1 'is Agreement,
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ARTICLE 29 - CONTRACT DISTRIBUTION

The University and the Union shall share the cost of printing the
Agreement for present and new employees in the bargaining units.

Distribution.

(a) The Employer shall include a copy of the Agreement at each
Reference Station and shall provide a copy to new employees in
the bargaining units.

{by  The Unicn shall provide a copy of the Agreement to present
employees in the bargaining units. The Employer shall akiow
distribution through campus mail.

New Employees.

{a)  The Employer shall provide to the Unian, at least monthiy, a list of
new employees in the bargaining units, including the emplayee's
name, classification, department, and mail stop.

(b} The Employer wifl distribute to each new employee in the
bargaining units, with a copy of this Agreement, a letter from the
Union, Such letter will be provided o the Employer by the Union
and the contents of the lefter shall be mutually agreeable.

{c) A bargaining unit member designated by the Union shall be granted
paid release time to attend new employee orientation andicr new
employee coffee haurs scheduled by the University. Such release
time will be subject to the operational needs of the department.

ARTICLE 30 - COMPENSATION

Upon promoation or reclassification from a Local 925 position to another
Local 925 position with a higher salary range, the affected employee shall
be placed on the salary step of the new range which reflects a minimum of
a three (3) step increase. The new periodic increment date shall be the
first of {he current month for effective dates falling between the first and
fifteenth of the month and the first of the following month for effective
dates falling between the sixteenth and the end of the month.

An employee occupying a position that is reclassified to an existing class
with a lower salary range shall be placed in the salary step in the new
range which is closest to the current salary, provided such salary does not
exceed the top step of the new salary range.
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Salary Schedules.

(a)

()

The salary schedules shall be incorporated inte | 1s Agreement as
Appendices Il and I

All schedules will contain two {2) Career Ent incement/Growth
steps as described in Section 30.8.

Employees shall continue to receive increment increase: at the rate of two
(2} steps each twelve (12) months unl2ss they are new  hired at Step A,
in which case they will receive a two 12) step increase : six {6) months
then two (2} steps annually thereafier. The University at iis discretion,
mzy approve additional increment increases at any tim Such adcditional
increment increases will not change an employee's r :riodic increment

dae.

The University and the Union affirm their commitment t the principles of
comparable worth by implementing any state-mandated amgarable worth
adwustments.

Health Benelits. For the life of the Agreement, bargair 1g unit members
shall be governed by the results of healthcare coalitic 1 bargaining. per
RCW 41.80.020, with respect to heaith insurance benefii and premiums.

)

The Employer will contribute an amount equ.l to eighty-eight
percent (88%) of the total weighted average ¢ the healh care
premiurn tor each bargaining unit empleyee elig Hle for insurance
each month, as determined by the Public Er sloyzes Benefits
Board annually for benelits in calendar year 2 )8 and calendar
year 2009. respectively.

The Employer will pay the entire premium cests fi - each bargaining
unit employee for basic life, basic long-term dis bility and dental
insurance coverage.

The Employer will participate in the State of Wasl agton’s set aside
of $20,000.000 in the public employees’ and t regs’ insurance
account to be used only for the benefit of t 3 Employer and
propartionately for represented and non-represel 2d employees in
the event the health care costs increase mon than the trends
assurmed under this Agreemen.; and this accour  will not be used
to expand benefits or to reduce the average ¢ “ployee share of
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medical insurance premiumn cost for the total weighted average of
the health care premium to less than twelve percent {12%}).

Parking/U-Pass.

The Union agrees that during the life of this agreement, the University may
apply changes in transportation policy, including adjusting parking and U-
pass fees and criteria for assigning parking spots, to the bargairing unit
without the obligation to bargain with the union. The union may raise
tssues and concerns about the University's parking program at Jaint Labor
Management Commitlee meetings or at ad hoc Labor Management
meetings. The union shall have a standing seat on the University
committee(s) that work on transpertation and parking issues.

Career Enhancement-Growth Program.

The University will continue its Career Enhancemeni-Growth Program.
The program will reward empioyees whose development of skifls,
increased productivity, or assumption of higher-level duties results in
service enhancements or efficiencies for the department in which the
employee works.

Steps N & O (Appendix I} and Steps R & S (Appendix [} will be attained
solely through the Career Enhancement-Growth Program ard will not be
based on length of service.

Employees in every classification covered by this Agreement will be
eligible for the program. Employees are eligible tc receive a Career
Enhancement-Growth step any time after they have been at the last
automatic increment step in their pay range for a minimum of one (1) year
Employees are eligible for the subsequent Career Enhancement/Growth
step beginning one (1) year after receiving the previous step.

There will be no minimum or maximum number of employees who may
receive Career Enhancement-Growth steps. There will be no minimum or
maximum amount of money the University will spend on the Career
Enhancement-Growth Program. Decisions about Career Enhancement/
Growth steps shall be made within sixty (60} days of supervisory/
managerial/professorial recommendations.

The Career Enhancement-Growth program will not be a substitute for
reclassifications. Reclassifications will take priority over receiving Career
Enhancement-Growth steps such that if an employee qualifies to receive a
Career Enhancement-Growth step but could otherwise be reclassified, the
employee will be reclassified and will not simultaneously receive the
Career Enhancement-Growth step. Career Enhancement/Growth steps
shall be considered in calculating salary adjustment associated with
promotion and upward reclassification, but in no instance shall a salary in
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8 new position be at a step higher than the highest autc natic ingrement
step in the new pay range, except for lateral transfers w' ere there is no
rutuai agreement not to exceed the righest automatic 1 :rement step in
the new pay range.

The University agrees to regularly issue University- /ide reminders
pramoting the value of this program.

Career Enhancement-Growth program in its entirety is n t subject to the
grievance procedure (Article 4.

30.9 Cost of Living Adjustment (COLA).
All pay tables covered by this Agreement shall be modifier as follows:

1) Effective July 1, 2007 a 3.2 percent across-the-boara wvage increase.
Continuation of the 1.8 percent across-the-board wais increase from
July 1, 20086.

2) Effective July 1, 2008 a 3.0 percent across-the-boara wage ingrease,

30.10 If market conditions determine that an upward adjustmer in one or more
gconomic areas is essential to maintain competitiveness both the Union
and the Employer shall be given the opportunity to aise issues of
compelitive compensation and propose market adjustmints. When the
Employer proposes adjustments, the Jnion shall be givin at least thirty
{30) days notice in advance of the implementation date > negotiate the
adjustment.

ARTICLE 31 - NO STRIKE/LOCKOUT

The Employer and the Union acknowledge that this Agreement |« avides, through
the grievance procedure and through other administrative romedies, for an
orderly settlement of grievances or disputes which may an«e between the
parties. Accordingly, the parties agree that the public inten-st requires the
uninterrupted performance of all University services and to thi- end pledge o
prevent or eliminate any conduct cantrary to that objective. Ther:fore, during the
life of the Agreement the Employer shall not lock out any of the :mployees as a
result of a labor dispute or grievance or disputes on personnel afters nor shall
the Union condone or autherize a work stoppage, work slowdc 'n, or any other
curtailment of work in the bargaining units.

Should the employees engage in any unalthonized concerter action, a Joint

Union/Management Committee shall immediately convene and -hall continue to
meet until the dispute is settled, and the emrployees involved & 1all immediately
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return to work and continue working. Any employee who refuses to perform
his/her work may be subiect to disciplinary action.

There will be no strike or lockout regarding any matters pertaining to the cantents
of this Agreement.

Any action of the Employer in closing the University during a general strike, riot,
or civil disturbance for the protection of the institution, its property, or its
employees shall not be deemed a lockout.

The University of Washington continues to recognize the right of any bargaining
unit member not to engage in work-related activity which would reasonably and
immediately jeopardize herfher personal safety. This includes a decision not to
come to work when a picket iine has been established by another labor
organization.

ARTICLE 32 - MANAGEMENT RIGHTS AND RESPONSIBILITIES

The Employer through its designated management personnel or agents has the
right and responsibility, except as expressly modified by this Agreement, fo
control, change, and supervise all operations and to direct and assign work to all
working forces. Such rights and responsibilities shall include by way of illustration
but shall not be limited to: the selection and hiring, training, discipline and
discharge, classification, reclassification, layoff, promoticn and demotion or
transfer of employees, the establishment of work schedules; the allocation of all
financial and cther resources; the control and regulation of the use of all
equipment and other property of the Employer. The Employer shall determine the
methods, technological means and qualifications of personnel by and for which
operations are to be carried out. The Employer shall take whatever action as may
be necessary to carry ot its rights in any emergency situation.

Application of this Article shail not preclude the use of the grievance procedure
as established in this Agreement.

ARTICLE 33 - SUBORDINATION OF AGREEMENT AND SAVING CLAUSE

Should any part hereof or any provision herein contained be rendered or
declared invalid by reason of any existing or subsequently enacted legislation or
by any decree of a court of competent jurisdiction, such invalidation of such part
or provision of this Agreement shall not invalidate the remaining portions hereof;
provided, however, upon such invalidation the parties agree immediately to meet
and negotiate such parts or provisions affected. The remaining parls or
provisions shall remain in full force and effect.
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ARTICLE 34 - DURATION

This Agreement shall become effective July 1, 2007 and remain  force through
June 30, 2009. Automatic renewal shall exterd the terms of thi Agreement for
one year at a time, unless either party serves the other with writte: notice at least
ninety (90) calendar days prior to the anniversary date of its inte: to regotiate a
new Agreement. Should notice be served, bargaining shall begin ithir thirty (30)
calendar days following the date of the notice for the purpose + nejotiating a
new Agreement.
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APPENDIX |
JOB CLASSIFICATIONS
RESEARCH TECHNOLOGIST BARGAINING UN{T

PAY | SALARY

JOB CCDE CLASSIFICATION ABLE | RANGE
8380 HISTOLOGIC TECHNICIAN 1 BY 40
8381 HISTOLOGIC TECHNICIAN 2 B7 49
8379 HISTOTECHNOLOGIST BY 59
7859  RESEARCH TECHNOLOGIST 1 B4 35
7860  |RESEARCH TECHNOLOGIST 2 B4 40
7861 RESEARCH TECHNOLOGIST 3 B4 44
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Univorsity of Washington - Contract Classified
SEIU LOCAL 925/UW COLLECTIVE BARGAINING AGREEMENTS
Payscale Table B4 - Effective July 1, 2007

--w STEP -v-> CEGP Steps
N o]

Range
A 3 C

14 $1,443  $1.477 %1512 31
$iyr 17,316 17,724 18144 18

LT o o
ptaaty .o

o] = [ ¢ H ! o S L

544 %1881 $1.617  $1654 $1690 31728 $1,768 31,810 51,848 %1891 | $1,936 31,976
5286 189Y2 19404 19848 20280 20736 21,216 21720 22176 22692 | 23232 23712

a o Oy © moay [N o cris -~ M
852 * [ o2 5.52 0.54 i a0Y 1020 i

44 1266 1061 17 11.40

ford
fez)

15 $1.477  $1.512 $1544 31581 $1617 $1654 $1,6800 $1728 $1768 3$1.810 51848 $1881 $1,936 ] $1,976 52,027
$iyr 17.724 18114 18528 18972 19404 16,848 20,280 20736 21216 21,720 22176 22892 23232 23,712 24324
$ihr 8.52 8.72 8 81 912 933 g 54 .75 9.97 1020 10 44 10 86 109 1117 1140 11.69
16 $1.512  §1.644 %1581 $161/ 31654 $1.680 §1728 31,768 $1.810 $1.848 31,891 $1.936 $1,976 | $2,02Y %2072
$iyr 18 144 18528 18,672 19404 19848 20,280 20,736 21216 21,720 22,1/6 22692 23232 23712 24,324 24 864
ihr B2 8.91 912 9.33 9 54 975 9.97 10 20 10 44 10 66 10 91 1117 11 40 1169 11,85
o 17 $1.544  $1,681 $161¥ $1.6564 51,690 %1728 &1.768 $1,810 3$1.848 $1.891 31936 §$1.976 $2,027 | $2,072 32,119
Siyr 18 B2% 184972 19404 19848 20280 2073 21248 21720 22 47R 22 RO? 23937 23712 24324 | 74,864 25428
Sihr 8 91 §.12 933 9.54 975 997 10 20 10 44 10.66 10 91 1117 11.40 169 1195 1223
18 $1.581 %1617 $1,654 $1.690 $1.728 $1,768 $1810 $1.848 $1,801 &1,836 $1,976 52,027 §2072] 82,119 32,169
Siyr 18972 15404 198458 20280 20736 21216 21720 22176 228692 23232 23712 24324 24884 | 25428 26,028
Sfir 012 933 9 54 89.75 g 87 10.20 10 44 10.66 10.91 1117 11.40 11689 11 65 1223 12.61
19 $1.617 316564 351600 $1728 $1768 $1.810 $1.848 $1.891 $1.936 $1,976 $2027 %2072 32119 $2169  §2,222

Sy P T LU A I AP e e e e
i § 33 4 654 gvs 9 87 10 20 144 10 6L 10 91 1My i1 40 168 1195 i223 iZ2 51 12.82
0 51,654 $1.690 81728 $1,768 $1,810 $1.848 $1.801 $1,936 $1.9v6 §$2.027 $2072 52119 $2.169 | 2,222 $2.272
Siyr 19.848 20,280 20,736 21,216 21,720 221Y6 22692 23,232 23,712 24,324 24864 25428 26028 | 26,664 272

B/he 9.54 9.¥5 9.97 10.20 10 44 10.66 10.91 1117 11 40 11.69 1185 12.23 12.51 12 82 1311
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APPENDIX I
University of Washington - Contract Classified
SEIU LOCAL 925/UW COLLECTIVE BARGAINING AGREEMENTS
Payscale Tabie B4 - Effective July 1, 2007

<-- STEP ---> CEGP Steps
A B C D E F G H | J K L M N o}
21 $1.690 $1.728 $1,768 $1.810 31848 $1,891 $1,936 §$19Y6 $2.027 $2.0v2 352,119 §2168 3$2222| 52,272 §2.,324
$iyr 20,280 20736 21,216 21,720 221Y6 22,692 23,232 23712 24,324 24864 25428 26028 26664 | 27,264 27888
ihe a.7h 467 1020 10 144 10.66 1091 1117 11.40 1169 11 84 1223 12 61 1282 13.11 i3
22 $1,728  $1.768 $1.810 $1.848 51891 $1936 $1,976 S2027 $20Y2 $2119 %2168 s2.222 $22v2| s2.324 s$2.378
Styr 20,736 21,216 21720 22146 22,692 23,232 23,712 24324 24864 25,428 26,028 26,664 27264 | 27.888 28,536
Sthr G907/ 10 20 10 44 10 66 10 91 it 17 1140 1189 11 9h 1223 12 81 12 82 1311 34 1372
23 $1,768  $1.810 $1.848 $1891 $1936 $1,876 $2027 $2.072 $211% $2,168 $2222 $2272 $2324 | §2 378  $2.433
Siyr ] 21,216 21,720 22,176 22,692 23232 23,712 24324 24,864 25428 26,028 25664 27264 27888 28536 20196
Sty 020 1044 10868 1091 1117 1740 1169 1195 1223 1251 12 82 1311 1341 1392 1404
24 $1,810 $1.848 $1,891 51,936 31,96 32007 32072 32119 $2169 $2.222  S22V2 32324 3$23v8| 32433 32402
Styr 21,720 224706 22,692 23232 23,v12 24,324 24,864 25428 26,028 206664 27264 27 888 28536 | 29196 29804
$/hr 10 44 10 66 10 91 1117 1140 1169 1185 1223 12 51 12 82 13 11 13 41 13 /2 14 04 14 38
25 31,848  $1.891 $1,936 $1.9/6 $2,027 §2.072 $2,110 32169 52,222 §22v2 $2324 8$2378 32433 | $2.492 §2.547
Syt 22176 22,692 23,232 23,712 24,324 24,884 25428 26,028 26,664 27,264 27 888 28,536 29186 | 29,804 30,564

Range

It

Sthr 10.66 10 91 1117 11.40 1169 11 98 12 23 12.51 12 82 1311 1347 1372 14 04 14 38 14 68
26 $1,801  $1,936  $1,976  S2,02Y  $2.0v7  $2.110  $289  $2020 32.0Y2 $0.3P4 0 §2 378 32433 32492 | 32,547 52,611
Siyr 22692 PR3P 23,717 24,324 PARBA 2HAZ8 20028 26,664 27264 27888 2R535 29196 29904 | 30,664 31,332
Sthr 10 91 1117 11 40 1168 1185 12 23 12 51 12.82 1311 1341 13.72 14.04 14 38 14.68 15 06
27 $1.936  $1.976 $2,027 $2072 %2119 $2,169 $2222 $2.272 52324 32378 $2433 32482 32547 | $2,611 52,671
Siyr 23232 237412 24324 24864 25428 25028 26,664 27264 27,888 28536 20196 29,004 30564 | 21,332 320562
Sir 1197 11.40 11 659 11 95 12 23 12 51 1282 13 11 13 47 1372 14 04 14 38 14 69 15.06 15 41
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ashington - Contract
SEIU LOCAL 925/UW COLLECTIVE BARGAINING AGREEMENTS
Payscale Table B4 - Effective July 1, 2007

s9ss008000008

Range <---STEP ---> CEGP Steps
A B C D E F G H ! J K L M N o
28 | $1.976  $2,027 32,072 $2.119 $2,169 $2.222 B2,272 $2.324 $2,3v8  $2.433  $2.402  $2547 320611 | $2671  $2734
$ryr | 23,212 24374 24804 26428 26028 26664 24,264 27,888 28536 20106 29,004 30,564 31322 32,052 32808
Sihr 1140 1169 1195 1223 1251 1282 1311 1341 1372 1404 1438 1489 1506 | 1541 1577
29 | 32027 %2072 32,118 S2169  $2272 327272 $2.324  SRAV8 $2,433  $2,497  SR.547  $2611 $2671] 52,734 32799
$yr | 24,324 24884 25428 26028 265884 272064 27,888 285638 209,106 20004 30564 31,312 320521 32808 33588
Sihr 1169 1195 1223 1251 1282 1311 1341 1372 1404 1438 1469 1508 1541 | 1577 1615
30 | s2.0v2 $2119 32169 %2222 $2272 $2,324 $2,378 32433 $2.492 $2.547 52,611 $2671 $2.734 | 32,799 32,863
siyr | 74864 25428 26028 28664 27,264 27888 28536 20196 29,904 30,564 31332 32062 32608 | 32588 34356
$ihr 1195 1223 1251 1282 1311 1341 13/2 1404 1438 1468 1506 1541 1577 | 1615 1652
. 31 $2,119  $2,169 $2,222 §$2272 $2,324 $2,378  $2,433 $2,492 $2.547 $2,611 $2.671 32734 $2.799 | $2.863 $2,935
! siyr | 25428 26,028 26664 27264 27888 28536 29196 20504 30564 31332 32052 32,808 33,588 34.356 35220
$me | 1223 1251 1282 1341 1341 1372 1404 1438 1468 1506 1541 1b/7 1815 [ 1652 1693
3z | $2,160  $2.222 $22/2 $2.374  S23¥B  $2,433  $2,482 2,547 $2611 $2671 52734 32,780 328683 | $2.936 $3,003
$iyr | 26.028 26664 27264 27888 28536 29196 20904 30864 31337 32,052 32,808 33588 34356 | 35220 36,036
S 1261 31282 1311 1341 1372 1404 1438 1469 1506 1541  i8.YY 1615 1652 | 1653 17 33
33 | $2222 $22/7 $2324 82,378 32,433 $2.492  B2547 2611 $2671  $2.v34  $2,799  $2.863  $2.935 | $3.003  §3,074
Swr 1 PRGRA 27 P64 27 RBB IR 536 20106 20904 30564 31337 32052 32808 33588 34,356 35220 | 36,036 36,868
Sihr 1282 4317 1341 1372 1404 1438 1469 1506 1541 1577 1615 1652 1693 | 1733 1473
34 32,272 32,334 B2.5T8 324533 52452 52,547 2614 32871 5734 32705 82,563 32030 50,003 ) S3.4v4 82,150
Shyr 27264 D7 888 28536 29196 20004 30564 31332 32052 32808 33588 34,356 35220 35036} 36.888 37,800
s | 1341 i34 1372 1404 1438 1469 15068 1541 is7y 1645 18562 48893 1733 | 1773 18147
IPrepared by the UW Compensation Office Cffective 7/1/2007 FPage 3 of 11




APPENDIX Il
University of Washington - Contract Classified
SEIU LOCAL 925/UW COLLECTIVE BARGAINING AGREEMENTS
Payscale Table B4 - Effective July 1, 2007

<---STEP --.> CEGP Steps
A B C 0o E F G H | J K L i N 0

Range

35 $2.324  $2.378 $2,433  §2.4927 $25H4/  $2811 $2671 32,734 $2,/99 $2.883 82,935 $3,003 $3.074 | $3,150 $3.228
Slyr 27,888 28,536 29,196 29804 30584 31,332 32,082 37,808 33,588 34356 35220 38036 36888 | 37,800 38,736
$/hr 1341 1372 14.04 14 38 14 89 1506 15 a1 16 77 16 15 16.52 16 83 17 33 1773 1817 18 62
35 32,378 2433 52492 §2,847  $2.611 32671 $2734  32,/95 $2863 S$2035 $3003 $30v4 53150 [ $3.778 33311
Biyr 28,536 29,196 29,904 40,564 31,332 32,052 32,808 33,588 34,356 35220 36036 36888 37,800 | 38,736 39732
$ihi 1372 14.04 14.38 14.69 1506 15 41 15.77 16 15 16 52 16 93 17 33 17 73 18.17 18 62 1910
37 32,433 $2,402 $2.547  $2611  $2,671 $2,734 32799 $2.863 $2,035 $3.003 $3,074 §$3.i50 $3228 | $3.211 83,30
Styr 29196 29904 30,664 371,332 35,082 32,808 335588 34356 35220 36,035 36,888 37,800 38736 | 30732 40,502
$hr 14 04 14.38 14 69 15 06 161 16 77 16 15 16 52 16 93 17.33 1773 1817 18 62 1910 16.56
iy $2,492  5254Y  $2.611 26/ $2.Y34 0 $2.Y989 0 32 BB $2,035  $3.003 13,074 $3.150 33228 53311 | $3,391 $3,4Y9
$iyr 29,504 30,864 31,337 32067 32,808 33088 34,356 35220 36036 36888 37,800 3BY36 39732 | 40,692 41,748

v

<)

Sir 14 38 14 69 1506 15 41 145 77 16 15H 16 52 16 93 17 33 1773 1817 18 62 1910 18 b6 2007
39 $2,54Y  §2611 32671 $2734 $2798 32,863 $2935 $3,003 S$3.074 $3,150 S$S3.228 93,311 $3.391 1! 33,479  $3,560
Siyr 30,564 31,332 32052 32,808 33488 34356 35220 36,036 36888 37800 38736 30,Y32  A0002 | 41 ,7an ART2D
S 14 59 15.08 15.41 1577 1615 16.52 16 93 17 33 1773 18.17 18 62 1810 19.56 2007 20.54
40 $2,811  §26¥1 32,734 $2,799  $2.863 52,935 $3.003 33074 $3,150 3,228  $3.311 33,391 33479 | $3,500 33,653
$hyr 31,332 32,062 32,808 33588 34356 353220 38,0356 36,888 37,800 38,38 39,732 40692 41748 | 42,720 43838
$/hr 15,06 15.41 1577 16156 16 52 15 63 1733 1773 1817 18.62 1910 19 58 20.07 20 54 21.08
a1 32,671 $2,734  S2799  $2.863 $2.935 $3003 $3.074  $3,150 $3,228 33,311 83,391 83,479 $23560 | $3,653 33,744
Slyr 32,082 32,808 33588 34356 35220 35036 36,888 37,800 38736 39732 40682 41,748 42,720 § 43 836 44,978
rhr 1651 16 7Y 16 15 16 57 16 93 1733 1773 1817 18 62 1910 19 56 200/ 20 h4 2108 2160
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University of Washington - Contract Classified
SEIU LOCAL 925/UW COLLECTIVE BARGAINING AGREEMENTS
Payscale Table B4 - Effective July 1, 2007

<---8STEP ---> CEGP Steps

Range
A B C D E F G H 1 J K L. M N O

42 $2,734 32790 $2.663 $2,035 33,003 33,074 33160 $3,228 83311 $3391 33,479 33660 $3653 | $3.744 33841
Byr 32,808 33,588 34,356 35,220 3603¢ 36,888 3V.800 38.736 39732 40.892 41,748 42720 AZ B35 | 44.528 48,087
Sthr 1677 16 15 16 52 16 93 1733 17.73 1817 18 62 19.10 19 56 2007 20 54 2108 2160 22.16
43 $2.799  $2,863  $2,935  $3,003 33074 B350 $3,228  §3,311 83391 $3,4Y0 33,560 33653 $3./44 | $3,841 53938
$iyr 33,588 34,3588 35020 35,036 36,888 37800 38,7358 39,732 40692 41,748 42720 43836 44,928 | 45,092 47 220
S 16 15 16.52 16 93 17 33 1773 18 17 1862 19 10 19.58 2G a7 20 54 21.08 21.60 22 18 2270
44 $2.863  $2,935 33003 $3,074  3$3.150  $3228 33,311 $3.391 $3479 33560 53,653 33744 $3841 | $3,935 $4,033
Syr 34356 35220 36036 35888 3v.800 3BY36 39./32 40697 41,748 42720 43836 44528 46082 | 4¥.220 48,386
$ihr 16 62 16.93 17.33 1773 18.17 18.62 1910 19.56 20.07 20 54 21.08 21.80 22.16 2270 2327

45 $2.935 $3,003 $3,0v4 $3,150 $3,228 $3.311 $3.391 $3,479 $3560 $3,653 $3,744 §$3841 $3935| $4,033 %4131
& $ivr 35220 300356 36888 37.800 38736 39732 40,692 41,748 42,720 43,836 44,528 46092 A7 220 | 48,366 49,572
$rhr 16 93 17 33 17 73 18 17 18 62 19.10 19 56 2007 20.54 2108 21.60 22.16 2270 2327 23.83
A6 $3,003  $3,074 $3,150 $3,228 $3,311 $3391 $3.4Y9 $3560 $3,653 $3744 $3.841 $3 B35 $4033 | $4,131 54237
Shyr 36,036 36,888 37V.800 38,736 39.¥32 40692 41748 42720 A3.836 44928 46092 47220 48,396 | 49,572 50.844
Sihr 1433 14 /73 1817 18 62 1910 19 56 2007 20 54 21.08 2160 2216 22,70 2327 23.83 24.44
4/ $3.0/4 3450 F3228  $3.371  $3391 $34v9  $35860 $3653 3,744 B3 841 53935 34033 $4131 ] $4237 34342

7.3 18.17 15.82 19 10 19.06 20067 7004 21.08 21606 .

a1

2441 2808

(%

R:]

t

(4% ral Pl

e
b

Sihie 1
18 $3,150  $3.228  $3.311  $3,391 $34Y9 53560 $3.653 §3,/44 53841 $3,835 §$4,033 §4,131  $4.237 | $4,342 34,453
Blyr 37,800 38,736 39,732 40,0692 41,748 42,720 43,836 44928 46092 47,220 48396 49.5/2 50,844 | 52,104 53436
$ihr 18 17 18.62 1910 19.58 2007 20 54 2108 2160 2216 2270 2327 2383 24 44 2508 2569
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APPENDIX 1l
University of Washington - Contract Classified
SEIU LOCAL 925/UW COLLECTIVE BARGAINING AGREEMENTS
Payscale Table B4 - Effective duly 1, 2007

<---S5STEP ---» CEGP Steps

A B C D E F G H | J K L M N &)

49 $3,228 $3.311  $3,391  $3.479 $3,660 $3.653 $3,744 $3.841 $3,935 $4033 $4,131  $4.237 $4,342 | 54,453 34,562
Styr 38,736 39,732 40,692 41748 42720 43836 44,928 46082 4Y.220 48396 49572 50,844 52104 | 53,4368 64,744
Sthi 18.62 1910 19 58 2007 20.54 2108 2160 22.18 22.70 2327 2383 24 44 2508 2569 28 32
%] $3.311 83391 $34Y9  §35680 33653 $3./44  S3841 83935 54033 S4131  $4.337  $4,347  $4.453 | %4567  $4.6/6
Siyr 39,732 A0BY2 AL TAR 427200 43836 44928 46,092 A7 220 48385 ARLY? 50844 L2040 53436 | bd /a4 LB 112
S 19.10 19.56 2007 20.54 2108 2160 2216 2270 23.27 23 83 24.44 2505 2569 26,32 26 96
1 $3.391 $3479 $3,660 $3653 $3.744 $3.841 $3935 $4.033 84,131 54,237 §$4.342 $4.453 $4.562 )| 34675 34,792
Siyr 40,662 41,748 42,720 43836 44928 46,092 47 220 48386 49072 50,844 L2104 53436 H4 V44 | 66,112 57,004
$thr 19 56 2007 20 54 2108 2160 2216 2270 232727 23 83 24 44 25.05 25 89 28 32 26.98 2765
3 52 53,479  $3.560 $3 653 §$3.744  §3.841 $3.935 S$4.033  $4,131  $4,237 4,342 $4.453 54,662 $AEY6 [ §4,792 $4.912
Styr 41,748 A2 720 43,836 44,028 46,092 47220 A8396  AG572 50844 52,104 53436 54,744 56,112 [ 57,604 58,944
$/hr 2007 20 54 2108 21 60 2216 2270 2327 2383 24 44 2508 25869 26 32 26 98 27 B5 28 34
53 $3,560 83,653 $3.744  $3841 $3,935 $4033 $4,131 $4237 $4.342 $4.453 54562 3S46VC 34792 | $4,917 35035
Siyr 42,720 43836 44,828 46002 47220 48395 49572 L0844 52104 53,436 54744 G112 57 504 | 58944 B0.420
$/hr 20 54 2108 2160 2216 7240 2327 2383 24 44 2508 25 69 26.32 26.98 2765 28 34 29.05
54 $3.653  $3./44 53,841 $3635 $4033  $4.131  $4.237 $4.342 34453 34562 S4.6V6 54792 $4912 ] $5036  $5.163
Shyr | 44,836 44,928 46,002 47220 48,396 495v2 50,844 52104 53438 54,744 56,112 5Y.504 58944 | 50,420 61,956
Sfhr 2108 72160 2216 2270 2327 2383 24 a4 25 05 25.69 26 32 206 98 27 65 28 34 29 05 2079
55 $3,744  $3,841  $3,935 $4.033 34,131  $4237 $4,342 $4453 $40562 $4,676 $4.702 54,012 $5035 | $5.163 $5.289
Siyr 44,028 46,082 A7 220 48,306 49,572 50844 52104 53436 54744 56,112 57,504 58,944 60420 | 61,956 653,168
$/hr 2160 2216 2270 2327 2383 24 A4 25 04 2569 26 32 26 48 27.65 28 34 29 05 2974 30.61

Range
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0338050305808 00500000040830080030830000000°0

University of Washington - Contract Classified
SEIU LOCAL. 925/UW COLLECTIVE BARGAINING AGREEMENTS
Payscale Table B4 - Effective July 1, 2007

Range <---STEP ---> CEGP Steps
A B C 3] E F G H | J ¥ L M N o §
56 $3.841 83835 $4.033 $4,131 54237 %4342 $4453 4562 34,676 $4.792  $4.912 $5035 $5183 ] $5.289 §5426
iy AB.082 47220 AB.3Y8 49577 50844 52,104 53,436 54,744 G06.117 5Y.5C04 58,944 60,428 61956 | 63,468 85,112
it 2216 2200 2327 2383 24 44 25056 2569 26 32 2698 27 65 28 34 20905 29 79 30 51 31 30

LY $3,935  $4.033  $4.13%  $4237 54342 $4453 34567 $A6/6  $4./92  $4812 35035 $5.163  $5.289 | $5.426 55557
$iyr | 47,220 48396 40,572 50,844 52,104 53435 54744 66,112 57504 5B.9449 B0,A20 61956 63468 [ 65,112 66684
Sty 22¥0 2327 23.83 2444 25056 2569 2632 2698 2765 2834 2905  29v§ 3051 | 3130 3206
58 $4,033  $4.131 §4,237 $4,342 $4.453 54562 $4676 $4.792 $4912 $5035 35163  $5,289 $5426 | 34,557 $5699
Siyr | 48,386 49,572 50,844 52,104 53436 54,744 56,112 57504 58944 60420 51,956 63468 65,112 | 66,684 68,308
$itvr 23727 2383 2444 2506 2569 2632 26098 2765 2834 2005 29079 3051 3130 | 32.06 3288
59 $4131  $4,237 $4.342 $4,453 $4562 $4,676  $4.762 $4,912 $5035 $5163 $5289 $5426 $5557 | $5,600 35841
$iyr | 49,572 50844 52,104 53,436 54,744 56,112 57504 58944 50420 61956 63468 65112 66684 | 68388 70,002
$ear 2383 2444 2505 2568 2637 2698 2765 2834 2905 2979 3051 3130 3206 | 3288 3370
G0 $4,237  $4,342  $4453 34562 340676 54,792 $4.912 $5035 $5163  $5289 $5426 56,557 $55699 | $5.841 $5.985
$iyr ] 50,844 52104 53,436 L4744 656112 5/504 58,944 60,470 B1956 63488 65112 66684 68,388 | 0082 71,820
$inr 2444 2505 2569 2837 2688  2V65 2834 2905 2049 3051 3136 3206 3288 | 3370 3453
61 $4.342 $4.453 $4,562 $4676 34792 $4.912 $5035 $5163 $5289 $5426 $5557 55609 35841 | 35985 $6.134

s

(4]
L)
o

35 34 2808 8¢ H 3

vt
o]
)
[+3]

Sinr 2506 “5 5D 25 32 26
62 34,453 34862 %4676 $4.792  $4.912  $5035  $5,163 35289 5426 35,657 $5689 $5841  $5,985 | $6,134  $6.290
$iyr 63,436 64744 L6112 B/ 504 L8944 60420 61,8956 63468 65112 GOBH4 68388 Y0087 71,820 [ V3608 Y5480
Sihr 2569 2632 26.98 27 65 28.34 29 05 2879 30 51 3130 3206 32.88 33.70 34 53 3538 36 29
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APPENDIX I
University of Washington - Contract Classified
SEIU LOCAL 825/UW COLLECTIVE BARGAINING AGREENENTS
Payscale Tahle B4 - Effective July 1, 2007

<---STEP ---> CEGP Steps
A B C D E F G H 1 J LS L L] N o

Range

63 34,562  $4,876 $4,792  $4,912 $5035 $5183 $5289 35426 $5557 $5,699 35,847 $5085 $6,134 | $6,290 56,448
Siyr b 54,744 58,112 57504 58,944 B0420 61,956 63468 65112 66,684 6B I8 70,082 71,820 73,608 | 75480 77 357
$/hr 7632 2698 2Y65 2834 2905 2979 3041 3130 3706 3288 3370 3453 3538 | 3879 3719
B4 34,676 $4,792  $4912  $5035 S5 163 $5,289 $5426 35557 S$5690  $58471  $5085 $6,134  $6.200 | $6.446 36,609
Sfyr | 56,112 57,504 58,944 60420 61,956 63,458 85112 66,684 68,388 70,092 71820 73608 75480 | 77352 78,308
$/hr 26988 2Y65 2834 2905 297v9 3051 3130 3208 3288 3370 3453 3533 3629 ] 3719 3613
65 $4.792  $4.912  $5035 $5163  $5289 85,426 $5.557  $5600  $5841  $5085 $6,134  $6,200 86,445 | $6,609 36,773
$iyc L 57604 58944 60420 61,856 63468 65112 66684 68388 70,092 71820 73608 75480 77352 ] 79,308 81,276

$ir 2765 2834 2005 207Y9 3051 3130 3208 3288 3370 353 3535 3520 3V19 | 3813 3608
= 66 $4,912  $5,036  $5,163  $5,289 55426 S$5557 $5,6899 $5.841  $5985  $6134  $6,200 $5448 $6,608 | 36,773 56,943
Syl 58,944 60,420 61,956 53,468 65112 66684 68388 70087 71820 Y3608 /5480 //3b2 /9308 | 81276 B3316
$/hr PB4 2005 2979 3051 3130 3208 3P 8E 33/0 3453 3530 3629 319 3813 | 3908 4006
6/ $6,035  $5163 $5.289 55426 35557 $3699 $5841 $5985 56,134 $6200 %5446 35609 $6,773 | 36843 37,116
Siye | 80420 61,956 63468 65,112 66684 68,388 70,082 71,820 YIB08 Y5480 77352 Y9308 81776 | 83316 85392
$ihr 20056 2679 3061 3130 3208 3288 3370 3453 3539 3629 3719 3813 3508 | 4006 4105
68 $5,163  $H.289  $5.4256 85557 $5699  $5,841  $5,085 56,134 $6,290 36,446 $6,609 S6,773  $6943 | $V.116 $v.204
Sfyr | 51,956 63468 65,112 66,684 68388 70,002 V1820 73,608 75480 77,352 /9308 81276 83,318 | 85392 87628
$/ihi 7979 3051 313C 32068 3288 3370 3453 3530 3820 3719 3813 3908 4006 | 41058 4208
69 $65280 $5426 S$5.557 $5699 $5841  $59835 36134 $6,290 $6446 $6,609 $6773  $6,943 §V.110 ] $7.294  §7.477
$iyr | 63468 685112 66,684 63,388 70,002 71,820 Y3608 75480 77352 /9308 81276 83,316 85392 87,628 89724
Sihr 3051 3130 3206 3288 33.¥0 3453 3539 3620 3719 3813 3908 4008  A106 | 4208 4514
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University of Washington - Contract Classified
SEIU LOCAL 925/UW COLLECTIVE BARGAINING AGREEMENTS
Payscale Table B4 - Effective July 1, 2007

Range < - STEP ---> CEGP Steps
A B C D E F G H | J K l. M N O
4V 55426 $5.55/ $56Y9 §5,841 F5985 $6,134 $6,290 $5.446 $6609 $6,7/3  $6,913 $7 116 $7.204 | 87,477  $7/ BBS

Siyr | 65,112 66684 68388 s0.082 /1820 /3608 Y5480 /Y0352 79308 81,276 83,318 85302 87,528 | 89,724  ©1,98C
$/he 3130 3206 3288 3370 3453 3539 3629 3¥19 3813 3908 4008 4105 4208 | 4314 4422
71 $5,557  $568%  $5841 $5985 36134 36,290 $6,446 35600 $6,773  $6,943  $/,116  $7.0094  Srarv | $7.665 37865
S/yr | 66,684 68,388 Y0002 71820 T3.608 75480 77,352 9308 61,276 83,316 85302 87,528 BY724 ] 91,980 84,260
$/hr 3206 3288 3370 3453 3539 3629 3719 3813 3908 4006 4105 4208 4314 | 4422 4532
V2 $5,689  $5841 $5985 $5134 $6,280 $6446 3G,600 $6,/Y3 36,943 $7. 116 $7.204  §rAvr $7665 | §7.805 $8,054
Siyr | 68,388 V0,092 /1820 /3,608 5480 /¢ 352 /9308 81,2v6 83,316 65392 87528 89,724 91,080 94260 96,648
$ihr 32,86 3370 2453 3539 3529 3719 38713 3808 4008 4105 4208 4314 4422 | 4532 4647
& 73 $5841 $5985 $6134 $6200 $6,446 $6609 $6773 $6,943 $7,116 $7.204 8747/  $/.665 $7.855 | $8,054 $8.252
Siyr | Y0092 v1,820 73608 75480 77,352 79,308 81,276 83,316 85392 87,528 89724 091,980 94260 [ 96648 98,024
$ihr 33 /0 3453 3539 3629 3IV19 3813 3908 4006 41.05 4208 4314 4422 4532 | 4847 4V 61
va $5,085  $6,134  $57890 $6446 S5,G09  S$6Y/3 36943 $7,118  $r.204  $r4Y7 $7.665  $7 855 58054 | $8,252  $8.458
Siyr | 71820 73608 75480 77352 79308 812Y6 83,316 85392 87528 89724 91980 94260 06648 | 99,024 101,496
$ihir 34.53 3530 3629 3719 38143 3908 4008 4105 4208 4334 4427 4532 4847 | 4761 4880

75 36,134 35290 $65446 $6600 36,773 86943 37116 $7.284  $V.4Y7  $7.665 $Y B55 $8054 $8252 [ $8,458 38671
it 3539 36.28 3718 3813 349 08 40 08 41.06 42.08 43.14 4422 45 32 45 &7 4761 45 00 a3
8 $6.290 35446 $6609 $6.77v3 $5943 Sv.116 §/.284 87477 Y665 37855 F8054 58252 EB458 | $8,67V1  $0.888
Sryr /5480 /7352 /Y308 B1,2v6 83,316 B5392 87,528 B9.724  G91.980 042060 96648 59024 101496 104,062 106,656
$ihr 3629 3719 3813 3908 40 08 4106 42 08 4314 44.22 45.32 46.47 A7 61 4880 50 03 51.28
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APPENDIX I
University of Washington - Contract Classified
SEIU LOCAL 925/UW COLLECTIVE BARGAINING AGREEMENTS
Payscale Table B4 - Effective July 1, 2007

<---8STEP -.-> CEGP Steps
A B C D E F G H 1 J K L M N 0
I 56,4468 36,609 56.//3 36,943 $7 1168 $7.294  $7.477  $Y 665 $7.850 $8054 $8252 $8458 $8671 | $8,888 §$9.107
Biyr 77,352 79,308 81,276 83,316 BH 392 HY 528 89,724 91,980 94,260 96,648 99,024 101,496 104,052 106,658 109,284
$itn 3719 3813 3908 40 06 4108 42.08 4314 44 22 A5 32 46 47 47 61 48 80 60.03 5128 52 b4
8 $G,609 86,v/3  §6943  §Y 116 $7.284 87477  FV.665 SY.0855 $B.054  $8.252 $B.458 $8,671 $B888 1§ $9,107 59.334
Styr 79,308 B1.2Y6 83316 #5392 87,528 BU724 91980 94250 956648 99024 1014956 104,052 106,656) 108284 112,008
S/ 3813 39 08 40.06 41.05% 42 08 4314 44,22 45 32 46 47 47.61 48 80 50.03 651.28 52 6H4 63 84
70 86,773 $6,943 SV 116 $v.204  $ravy 37,665 $V.855 $8,004 S$B2%2  $3458 $8671  $8,888 §$9107 | $3.334  $9.570
Shyr 812Y6 83,316 85392 8Y.528 8YYZ4 01080 94,2680 96,648 99,024 101,496 104,052 106,656 109,284 112,008 114,840
$ihr 39 08 AG.CE A1.05 12 08 43 14 A44.22 15.32 a6 47 A7 61 18 80 50 03 5128 52.54 53.85 5521
80 $6,943 7116 §/.294  $7.47V BY.6B5  $V.855  §$8,064  §8252 SR A58 §$8,6V1  §8.888 $9,107 $9,334 ] 85,670 $9,808
Styi 83,316 85392 &Y 528 89774 91,080 84260 96,648 99024 101,496 104,057 108.645 109,284 112,008} 114,840 117,698

Rango

S 40 06 41 0% 47 08 4314 44 27 45 32 46 47 4761 48 80 5003 5128 52 54 653 80 5521 56 58
81 $7116 0 $v.294 3V .4AYY BV G635 $Y.855 38054 %8252 $8458  $8671 38888 39,107 39,334 $95Y0 | $9.808 310,052
$ryr 85,392 87528 89724 91,980 94260 96648 99024 101,486 104,052 108,656 108,284 112,008 114,840 117 698 120,624
$/hr 41 056 42.08 4314 44 22 45,32 46.47 47 61 48 80 50.03 0128 52 L4 53 85 05.21 56 58 57 89
82 $7294  $YAYY 57,865 $7,855  £8.054  S8252 8458 S$8571  $8888 30107 $9.334 39570 39,808 |310.052 310307
Sty 8Y 528 89724 §1,980 94,260 86648 99,024 101,485 104,052 106,656 109,284 112008 114 840 117696} 120,624 123684
S/t 42 08 43.14 7422 45 32 46 47 4761 48 80 5003 5128 52 54 53 85 55,21 56 58 57.99 59.46
83 $7,477 87,665 87855 $8054 $8252 38,458 $8,671 58888 $8,107 $9.334 $0570 $5.808 $£10,052[%510,307 $10,560
iyr 89,724 91,980 94260 896648 99,024 101496 104052 1056655 109,284 112,008 114,840 117,696 120624123684 126,720
s 4314 44,22 45 32 A6 47 47 61 48 80 50 03 5128 57 54 53 85 5521 56.58 5799 50 46 50.82
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8383023080300 003050053005300000000D0

University of Washington - Contract Classified
SEIU LOCAL 925/UW COLLECTIVE BARGAINING AGREENMENTS
Payscale Table B4 - Effective July 1, 2007

< - -8TEP «--> CEGP Steps

Range
G H | J K L M N [e]

A B C D E F L
44 $768H  $7.855 $805%4 38252 %8458 38671 FEBEE 39107 $9.234 39570 39,808 S$10,052 510,307
Byl 91,980 44,260 95,648 95,074 101,486 104,052 106,656 100,284 112008 114840 1176968 120,624 123.6841126,720 120,024

$10,560 $10,827

S/hr 44,22 45.32 46.47 47.61 48 80 50 03 51.28 52.54 53 85 550 56 58 57 99 59 46 60 92 62 46
85 $7.805  $8.054 $8252 38,458 $8671 %8888 E5.10Y  $9.334 39,370 $9.808 $10.052 $10,30¢ $10.560] 310,627 $11.100
iyt 94,260 95,648 99,024 101,496 104,052 106,656 109,284 112,008 114 840 1176968 120624 123684 126,720 129,924 133,200
Sihr 45,32 4G.47 47.61 48 80 5003 5128 52.54 53 8% 5521 56 58 57 99 58 46 G60.92 62 46 64.04
86 $8,054 8,252 $8.458 S$86GY1  $5888 $9107 $8.334 $9.5/0 $9,808 $10,052 $10.307 $10,560 $10,827]| 811,100 §11,376
Shyr 06,648 99,024 101,496 104,052 106,656 109,284 112,008 114,840 117696 120624 123,684 128,720 129,824 133,200 136,512
$ihr 46,47 47 G 48 BO 5003 5128 52 54 53.85 5521 56 68 57 99 59 46 60 82 62.4G 64 04 G5.63
B7 $8,252 $8,458 $8671 $8,6888 $9,107 $9.334 $5,570 $9,808 $10,062 $10,30¥ $10.560 $10,827 $11,100]$11,376 $11,663
Sy 90,024 101495 104 052 108855 109284 112,008 114,840 117 695 120,624 123684 128720 179,424 133,200] 138 512 139,958
ginr a7 61 48 80 £0 03 5128 52 54 $3.88 55.21 56 58 57 99 59 46 60 92 62 46 64 04 65 63 6729
88 38,458 $8671 $8.888 $0107 $9334 $9570 $9.808 S$10,052 310,307 $10.560 $10,827 311,100 $11.3v6|$11,663 $11,950
Biyr 101,496 104 052 105 656 109284 112008 114,840 117,696 120624 123,684 126,720 129,924 133,200 136,512| 139866 143,400
$ihr 48 80 50.03 5128 52 54 5385 455,21 56 58 57 99 55.46 60.92 652.46 64 04 5563 67 29 68.94
89 $8.671  $8.888 $9.107 $9.334 $9,570 $9.808 $10,052 $10,30F $10.560 $10.827 511,100 $11,3768 $11.663[S11,850 $12,2561

2

5545 6092 6

or
(03]
o

A ar
G4 5466

i 80.0

8
80 $8,888 %9107  $9,334 30570 $9,808 $10.052 $10,30Y $10,560 $10,827 $11.100 $11.37Y6 $11.663 $11.9
139,956 143400 147012 150872
/ 94 70 68 7244

-l
ne
=)
3
3

7

[l

4 n
e 4]

%]

50 12,251 $12,558

41

o

5 5521 56.

Cad

el
w
128

B4

L2
o

5

[«

684 126720 125924 133200 136 3
46 60 92 52.46 64.04 6563 6

Biyr 108,656 109,284 112,008 114,840 117,606 120,624 123,
Sihr 5128 52 54 63 85 55 21 56 58 57.9
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993253893328 2333000030 0000030008000 03000

University of Washington - Contract Classified
SEIU l.ocal 925/UW Collective Bargaining Agreoments
Payscale Table B7 - Effective July 1, 2007

€----STEP ----> CEGP Stens

A B c D E 3 G H 1 4 K 1. M N O P [#] R 5

1] $1.860 S$2.000 S20/0 S 133 SPY/ SPOBL 0 §2333 S2.404  $2.404  S2.404 ST A7 247 8281 $2551 22551 $2630  $2.708 ) $2.792 52878
Byt 23400 24,108 24840 254596 26364 27180 27996 PB,84B 28,848 28,848 29,724 29./24 306812 30612 30612 31560 32,496 | 33,504 34,508
S 1t 25 11 58 11.94 12 31 12.68 1307 13 46 13 87 13 er 13 87 14 28 14 24 1472 1472 14 /2 a1/ 1562 16 11 16 59

1 $1.869 32030 F2.091 32155 S2220 %2287 9238/ S2427  §2,42Y 82,427 $2.501 %2501 $25F7  §2 577 S2ns7 S2G646 0 F2/36 | 42 818 B2 904
Siyr 23628 24,360 25092 25860 26640 27444 28284 29124 29,124 29124 30,012 30,012 30,424 305824 30924 31872 32 B3P [ 331816 34848
F/nr 136 11 /1 12.06 1243 12 8% 13 18 1360 14 00 14 0C 14 00 14 143 11 43 i1 87 14 87 14 87 1532 1578 16 28 H e

o 51,800 82051 S7111 §2.475  §2.247  $2.308 S$2.379 82,467 §2.452 82452 52526 32,626 F2.604 F2604 $26804 32681 $2,763 | $2.846 $2.934
Shyr 73880 24812 25332 26100 26904 27708 28548 29424 20424 20424 30,312 30312 31,248 31248 331,248 32472 33156 34,157 35.208
Sihre 1148 11 83 1218 12 55 1293 1332 13 /3 14135 14 1% 1415 14 57 14 57 1502 1502 1502 15 47 1594 16 42 1693

3 $2.009 $2.070 32,133 $2197 52,265 $22333 $2404 SZ4A/7  B2477 F2A4r7 52,551 32551 $2830 $2530 $2630 $2./08 §2./92) %2875 %2963
Siyr 24108 24,840 25598 26364 27180 27996 PB.B84A8 POVrA 29,774 20724 30612 30817 31,560 31,560 31,860 32496 33,504 [ 34,500 35556
$Mmr 11 59 1194 12 31 12 68 1307 1346 1387 14 28 14.29 14 28 14 72 14 72 1517 1517 1517 1562 16 11 16 bg 17 09

4 $2,030 $2.091 82,155 $2.220 S$22B7 235/ $2.427 $2,500 $2501 $2,5017 $2.5//7 $2E¥7 $2656 S$2,656 52656 2,738 $2,818 | 52,904 $2,992
Siyr 24360 25082 25860 26640 27444 28284 209124 30,012 30,012 30,012 30,924 30924 31,872 331.8/2 31,872 32832 33,816 | 34848 35904
5 S 117 12 06 1243 12 81 1319 13 60 14 00 1443 14 43 14.43 14.87 14 87 1532 15 32 15 32 15 /8 16 26 16 /5 17726

an

Ranye

s IO681 42111 S21/5 €2 247 204G S7%VG @0.4n0 B AUA D LTE S2A74  S2H04 $24N4 S76R1 §7AA1 S2ART 2 7RI S A4n | R7a4 $ino7
$ryi 24612 25332 26,100 26904 27,708 28548 20424 30312 30312 30312 31,248 31248 32172 32172 32172 33,156 34,152 | 35,208 36,264
Sihr 1183 1218 12 55 1293 1332 1373 1415 14 57 14 57 14 &7 15.02 15.02 15.47 15.47 15.47 15.94 16 42 16.93 17 43

G $2,070 $2133 $2.197 $2265 $2.333 S$2404 $2.4// 2061 $2.651 32551 B2630 $2.630 $2./08 $2./08 $2./08 $2,/92 S28BYS| $2983 $3.053
$lyr 74840 2596 28,384 27180 27996 PREBAR 29 /74 30612 30612 306172 1,560 31560 2 486 324968 3240R 33504 34500 | 35558 36678
Sihr 11 04 12 31 12 68 130/ 13 48 138/ 14 29 14 72 14 /72 1472 1514 151/ 1562 15 62 1h B2 1611 16 59 1/ 09 1/ 61

7 2,001 $2,155 €2,720 $2.287 $2.387 $242/ §$2501 $2.5// %2577 F2.5// 52656 $26856 §27Y36 %2736 32736 32,818 $2,904 | 52,002 53,083

30,974 30974 I BY? 3187z 32832 32 B3 32837 33816 34846 | 35004 36990

Fryr 25,092 25,800 P8B40 P44 I8 Ba F9apa 30017

e

wiin [Py e s vu i PR v g s E G ET e [ ke RIS Tudl Tuo L T
a $2.0%1 82,i7b SZ2247 52,309 82379 %2452 2,504 $2.604 $2804 32.68% S$7681 32753 33763 3V 763 SrBAG 37934 [ 53007 33114
Shyr 75,332 26100 26,804 27,708 28,548 29424 31248 31,248 31,248 32172 221¥2 33156 33,156 33156 34,152 34208 | 36,264 137368

Srhr 1218 1265 1293 13 32 1273 14 1% 1502 16 02 15602 15 47 1547 1594 15 94 14 94 16 42 16 93 17.43 1719/

@ $2.133  S2197  $22G65 $2.333 $2404 $2477 2551 82630 $2630 $2630 52 /08 $270B 82,792 3292 327v92 32875 $2983 [ 83053 83145
Siyi 25,596 26,364 27,180 27,996 28,848 20,724 30612 31560 31560 31580 32498 32498 33,504 33,504 33504 34,500 35556 36836 37740
Bihe 12 31 1268 13 07 13 16 1387 14 29 1472 1517 1517 15 17 1562 i5 67 8 11 165 11 16 11 16 58 17 09 17 61 18 14

Prepared by e BW Campensaton Oice EHectve 7702000 Page 1of 9



APPENDIX )
University of Washington - Contract Classified
SEIU Local 925/UW Collective Bargaining Agreements
Payscale Table B - Effective July 1, 2007

€---- STEP ----» CEGP Steps
A B C D E F G H 1 J K L il N Q0 P Q R 5
0 $2,155  $2.220 S2. 2B/ §2.35/ §2.47/  §2.501 SY LY/ 3266 B 6LE  S2B5H6 S2./36 0 S2./36 $2.818  $2818  $2.818 52904 52,902 | §3083 53175
Siyr 5860 26640 Dr444 B84 20174 30,017 30924 31,8Y2 31872 31,4872 32832 33,816 33B16 33,816 34848 35904 | 358,986 38100
Sthr 1243 1281 1360 1400 1443 1487 1532 1532 1532 1L 78 16.26 1626 1626 16Y5 1728 1 1778 1832
1 S2175 32,242 52,3/ $2.452 2576 BP.604 32681 8681 2,661 $2,v63 32,846 32846 52840 $2,934  $3,022 ) 33114 33,20/
S | 76,100 26,904 28,548 20424 30312 31248 321/2 32172 321¢2 33,156 33,156 34152 34157 34,152 35208 36264 | 37,368 38484
Sihr 1255 1293 13 1416 1467 1H02 0 1h a7 Ay 1had 1584 1L 94 1842 1647 1647 1693 1743 | 1797 1850
12 $2.197  §7.285 3 2404 8247/ $25h1 SPG3ID $2.708 $2.v0B B2 VOB 52,797 §2.702  $2,875 $28Y5 SPBTH  S2,063  $3.083 | $3.145  $3,239
Shyr 26,364 2¥Y 180 27,906 28,848 20,724 30612 315860 32496 32496 32486 33,504 33504 34,500 34,500 34600 3L 556 36633 | 3/,/40 38,868
Sehi 1268 1307 134G 1387 1420 147V2 191/ 1562 1562 15627 16 11 1811 4659 IBLH 1658 1709 1/61 | 1B 14 1889
13 $2.220 %2287  $2,387 52427 ¥2.501 32577 32856 52736 S2.736 52736 32,818 32818 329004 2904 F2904 52982 33,083 | 53,174 53272
Bryr | Y6640 27044 2BUBA 20,124 30012 30874 812 B2B32 32832 328327 33,816 33816 34848 34848 34848 35904 IG.UY6 F 8100 39264
Shn 1281 1319 1280 1400 1443 1487 1532 1578 1578 1578 1626 1676 1875 187Y5  16V¥4 1Y 28 1V Y8 | 1832 1888
14 $2 247 $2306  $2.370  $2.452  $2.026 2G04 S2BBT SRV B2V63  $2./63  $2.846  $2.846  S2.934  $2.934  $2.034  $3,022  §3,114 | $3,707  $3,304
By P6,90a 27408 28548 29424 30312 31248 32.4/2 33156 33156 334506 34152 34162 35208 35208 35208 35,264 37 3681 18,484 39,648
» B 1203 1337 13743 14ih 1457 1502 b4/ 1584 1584 15694 1642 18642 1693 1693 1693 1443 1/97 [ 850 1906
1 2,065 $2.333 2404 7477 82051 $2.630  $2.408 52792 $2./097  $PM92  S2.8Yh §2.8/5  $2,963 52,963 52963 $3,063 53145 | $3.23¢  $3.33/
Sy | 27180 27,996 28,848 29724 30612 31,560 374956 33504 33,504 33504 34,500 34,500 35668 35568 356565 36636 37,740 | 38868 40,044
Siht 1307 1346 1387 1420 1472 1537 1567 16 1 16 11 181 659 16569 1400 1709 1/0G 1761 1814 | 1869 1025
16 $2,28Y  SP36Y §2427  g2.401 S$2.LYY S2EL6 SPV36 $PB18  $2.818 $2818 $2.904 $2004 S2997 32992 $2,997 33083 331/5 | $3,2v2  S33N
Styr 75444 28784 28124 30017 30,874 31.8Y7 32,837 33816 33.816 33816 34848 34 848 35904 35904 35904 36936 38100 [ 39284 40452
Star 1399 1360 1400 1443 1487 1532 1678 1826 1626 1676 16/ 16Yh /26 V28 V26 ATr9 0 832 | 1888 1945
17 32,309 $2,3/9 %2452 $2.626 €2.604 $2,681 82,63 $2.846 32,848 $2.846 $2934 $2.034 $3.022 $3.022 $3,022 $3.414 3320/ | 83304 $3,4085
Sy | 24708 78,548 29424 30,317 31,248 32172 33,456 34,152 34,162 34,152 35208 35208 36264 36284 36264 37,368 38484 | 30648 40,880
Srhw 1432 13¥3 0 141h 0 4LV 1502 1547 18594 1842 1642 1842 1693 1693 1Y 43 1Y 43 1743 1797 1850 | 19068 1964
18 32333 52,404 §2.4/7  §2451  $2630  $2,/08  $2,792  $2.876  $2.87H  F2AYS $2.U83  $2.063 3003 S3.053  $3.063  $3.445  $32391 $3,34r 33438
Styi | 27096 28,848 20,724 30617 31,560 32408 23,504 34,500 34,500 24500 36566 35556 36636 36636 36636 3V 740 38868 | 40044 41258
Sihe 1346 1387 1423 1477 151/ 1582 1611 1659 1656% 1658 1709 1700 1761 1¢ 61 1761 1814 1869 | 160 1983
19 $2.357  $2.42/  $2.501  $POY7  $P.056  $2.736 $2.818  $2.4504 82,904 $2.904 $2.9927 $2.992 S$3.083  $I083 53,083 $3.1¥5 $3.2v2 | §3.371  §3.474
iyr 28284 29,124 30,017 30924 31877 32837 33816 34,848 34.B48 34848 35004 35904 36,900 36990 35,996 38,100 30,264 | 40,457 41,0688
Sehr 1360 1400 443 1487 b 32 1578 1626 16/ 18 /5 16/ 026 1426 1449 1449 1//9 1832 888 | 194b 2004

Range

Picpared by the U Compensation (e o "iechve 2122007 Yagezat §




089300080330 000000300300000000003000

University of Washington - Contract Classified
SEIU l.ocal 825/UW Collective Bargaining Agreements
Payscale Table B7 - Effactive July 1, 2007

Hange € - - BTEP -~ > CEGP 5teps
A B C D E F G H | J K L m N O P Q R S
0 §?2 3/9 83482 52506 3PB04 $2481 SP /B3 SP R4 %2834 $2834 579034 53077 43027 $3914 0 S3 114 83114 §3 207 53,304 ] $3.4045 33500
iy 28,548 28424 30012 31,748 32172 33356 34,152 35208 35208 35208 38,764 36,264 37,368 37.368B 37,368 38,484 38,648 | 40,860 42,108
$ihu 1373 1415 AL7 1507 1547 1594 1642 1698 1693 1693 1¥a3x ¥4l 179 v uy 1Y 97 BA0 1906 | 19064 2024
21 52,404 $2A¥Y 2551 F2.630 SR V0B B VG2 $P.BYS B2 963 2,953 %2063 330453 $3.063  $3. 145 $3.145  §3.145  $3.230  $3.337 ] $3.438 33,543
Styr [ 78.848  79./24 30817 31560 32406 33504 34500 3bHH6  1h 656 35666 36636 ABE36 37740 37,/40 3/,/40 38868 40044 | 41206 42516
$ir 387 1425 1472 1517 e 16 1% WAG /00 1703 1409 1TE1 1461 18 14 1814 1814 1889 1825 | 083 2044
22 $2,42¢  $2.501 $2.5¢7 $2656 52736 S2.818 52904 52092 $2002 32,902 $3,083 $3,083 $3,175 $31r5 83476 33272 $3.371) 33474 $3.579
Siyr 29,124 30,012 30924 31,8Y2 32832 33816 34848 35904 35904 35904 36,996 3G 936 35,100 28100 38100 39264 40452 | 41688 42948
$hr 1400 1443 1487 1532 15%8  16.26 1675 1726 1726 tr26 0 179 17V9 0 1832 1832 1832 1888 1945 | 2004 2085
23 B2.457  $2.526 $2604 32661 S27/63 $2.846 52934 $3.027 3027 $3,022 13,114 83 114 S$3.20V  $3.20/7 S$3.20v $3.304 534051 53500 $3614
Siyr | 20424 30312 31248 32172 33156 34,152 35208 36.264 36264 36,264 37,368 37368 38,484 38484 38484 35648 40860 | 42108 43,368
$hr 1415 1467 1502 1547 1804 1642 1693 17 A3 1743 1443 1797 17.97 1850 1850 1850 1908 1964 | 2024 2085
24 $2,477 524551 52630 $2,708  $2Y67  S2.EY5 52963 53,053 $1053  $3.063  $3.14b  831ah  $3,239 S$3239 $3.°39 5333/ $3,438 | 52,543 $3.650
" Siyr | 29724 30612 31560 32,496 33504 34500 35556 36636 36636 I6E3I6  IV740 37740 38,868 38868 3BBG8 40044 41256 | 42,516 43,600
" S 1429 14Y2 1517 1562 16 11 1659 1/708  1/61 1761 1814 1814 1869 1869 1BBY 1925 1983 | 2044 2108
25 L2501 S5 SD8EG $0v36 Sheig $2004  £2802 & 31 81083 §3 140 SR AIE 0 SRTI SV BD A IYD Q1 SR 474 | K3874 0 83 ARY
Siyr | 30,092 30924 31872 32832 33816 24848 35904 36,998 36,998 38,100 38100 39,264 39264 39264 40452 41688 | 42048 44244
Bl 1443 1487 1502 15748 1626 167¥5 1726 17 ¥9 1779 1832 1832 1888 1888 1888 1945 2004 | 2065 2177
26 $2.5726 32604 S2.681 $2./63  S2R4A6 $2.034  $3.072  $3,114 $3.114 $3.114 $3,207  S3,20/7  $3.304  $3.304 3204 534045 $35090] §3.614  §3.774
Styr 30312 31248 321¢2 33AL8 24157 35.20R AR 064 37 3AR 3V 368 3/ 3A8 38484 3B4B4a 19648 39HAB  39B4ag  40BBC 42108 | 43388 44.688
$thr 1457 1502 1547 1584 1842 1693 1743 17467 1797 497 MBS0 1ES0 1806 1906 1906 19864 2024 | 2085 2148
27 32,651 §2.630 $2.708 $2.702 $2875 S2963 $3.053  $3.145  $3,145  $3,145  $3.239 §3.230 §3,337 $3337 $3337 $3,438 $3543{ $3.650  §3,783
S 1 ANET? 1SRN AP A0R AT AOA M AOD XS AAE A6 ARG 37 Y40 37 740 UV /40 3B.H6E  ABAGS  40.0410 40044 40044 41,256 42,516 | 43.800 45,137
BT R 15 a4 10 0L (LY 1 oy [PV} (N io 1w i itk [N T og bl s I TS PARIRY: ) S
28 $2,57/ 32,656 B2,/38  S2818 52304 SPOUZ SB083 Su/% 31050 33148 $3,272  B30Y0 33V R3LY1 83371 83,474 33,687 53768
Siyr | 30924 31,842 32,832 33,816 34848 35,004 38,096 38,100 38,100 38,100 39.264 38264 40,452 40452 40,452 41688 44,744 45588
$hr 487 1432 15¥8 1826 1675 1726 1Y Y9 1832 1332 18732 18RA 18 AR 1945 1945 18945 2004 E 27 2192
20 $r a4 S2681 §2/63 $2848 $2934 S$3022  §3114  $3.207  $3.207  §3207  $3,304  $3304  $A4ANS 8R406 E3 405 83508 83614 | $3.724  §3.839
Siye 31,248  32,1/2 33,158 34152 35208 306,264 37,368 38484 384B4 38484 39648 39648 40,860 40860 40860 42,108 43368 | 44.6B8 46.068
$/he 1502 1547 1584 1642 1603 1743 1787 1850 1850 1850 1906 1906 1964 18964 19564 2074 J085 | »148 2216
Frepared by the UW Compensalton Offce Filective 702007 Pagedof 9




APPENDIX It
University of Washington - Contract Classified
SEIU Local 925/UW Collective Bargaining Agreements
Payscale Table BY - Effective July 1, 2007

€----8STEP -...» CEGP Steps
A B c D E F G H | J K L M N o] P Q R S
30 $2.630 $2708 82,792 $2.2Y5 $2.063 $2,063 §3,145 3239 537390 B3.230 83,337 33,337 $3438 S343B  S3438 S3.643 33650 | $3.761  $3.876
Bryr | 31,650 32,498 33,504 34,500 35556 36636 50,740 38,868 38,868 IBBGE 40044 40044 41256 41,256 41,256 42516 43800 | 45132 46817
S/t 1597 1beZ 1611 1859 1708 1/61 1814 1889 18488 1865 1975 1025 1983 1983 1983 2044 2108 | 21vo 22.38
31 265 S2.v36 7818 32,004 $2,997 $3,083  $2,1v5  §3,2v2  $3,2/2  $3272  $33V1 $3.371 33474 §34¥4 53474 53579 S388v | $3von  s3o1n
Sfyr | 31,892 32,832 33,816 34,848 35904 36,996 3B,100 30264 39264 39764 40452 40452 41,688 41668 41688 42948 44,244 | 45 588 46,980
$/hr 1632 1578 1626 16/h 1726 1YY 1B32 1888 1888 1888  194b 1945 2004 2004 2004 PO65 2127 | 2192 2259
37 $2,681 2 /63 52846 $2.934 53027 3,114 $3207 83304 $3.304  $3.304  £3,405  $3.40%  $3509  $3.500 53509 $3,614  S3./24 | $3.830  $3.954
Sfyr | 32172 33156 34,152 35208 36764 37368 38484 39648 39648 B0RAE 40860 40,860 42108 42108 42,108 A3 368 AAGRE | AB.0B8 47,448
$iir 1547 1594 1642 1693 1743 1797 1850 1906 1906  A206 1964 1064 2024 2024 2024 2085 2148 | 2215 2281
33 $2.708  §2./07  S2.BYL SHUSD 33,053 $3,145  B3.230 83,337 £333/  $3.337  $3438  $3438 33,543 B3 543 53543 53650 $3./61 | 33876 $3.994
$ryl [ 32486 33,504 34,500 34,856 36,635 37,740 3BBBS 40,044 40,044 40,044 41256 41 256 A2E16 a2516 42,518 43800 45432 | 45510 47,928
Sihr 1562 1611 1659 1/09 1761 1814 1869 1925 1925 1925 1983 1983 2044 2044 2044 2106 21v0 | 2236 2304
34 $2,/36  $7.818 §7004 32,082 $3,083 S$3IA7L $3.2r2  §3371  $3,371 $3.371 $3.474 83474 §3570 $3.570 $35v9 $368/ $3.799 | $3.015  $4.03a
$fyc | 32832 33816 34848 35004 36006 38,100 39264 40452 ADABD? 40452 41688 41,688 42048 42,048 42,048 a4.214 455088 | 46.980 48,408
St Y8 1626 1675 1YP8 v Y9 1837 1888 19aL 1945 1945 2004 P004 2085 2086 2085 2127 2192 | 2rso 23y
N 35 S2,763 52,846 $2.934 53,022 $3,114  $3.20Y  $3.304  $3405 $3405 §3.406  $3.500 $3509 $3.614 $3.614 $3.614 $3./74 53,838 | $3.904  $1.0/3
Siyr | 331568 34152 35,208 36,264 3V, 368 38484 39.648 40860 40860 40860 42,108 42,108 43,368 43368 43368 440688 46068 | 47448 4B BTG
Sir 504 1842 1893 1V 43 4/ 97 1BH0 1806 1964 1964 10964 2024 2024 2085 2085 2085 2148 2216 | 2281 2350
36 $2,/97  S2.8Y5  $2,063 83,063 53,145 S$3239  $3.337 $34358 §3438 53438 £2,543  §3,543 $3 650 $3,650 $3.650 $I761  $3.8Y6 | $3.994  $4.116G
Syt | 33,504 34500 35 656 36,636 37 /40 3BB6E  A0044  A1266 41266 41766 42018 42 616 43,800 43,800 43,800 45,132 aG.5612 | 47078 a0,397
Sihr W11 1658 1708 /81 1814 1869 1625 1983 1983 1983 2044 2044 2106 2106 2108 P21/0 236 | 2304 2374
37 $2,818  $2.904 $2.902 $3.083 $3,1s6 $3,2/2 $3.371 $3.474  §3.4v4 3474 $306Y9  S3.679  SI687  $3I687 $IBH7  §H790 33015 | $4.034  $4.156
$iyr | 33,816 34.848 35004 36,598 38100 392684 40452 A1E88 41,688 41,688 42,948 42,048 44244 44,244 44,244 45,588 45,980 | 48408 49,877
$hr 16726 16¥s 1726 179 1832 1B8B 1045 Y004 2004 2004 Q065 2065 2127 2127 2127 g2 2269 ) 2327 2308
38 2,845  S2,934 $3.022 53114 $3207 $3.304 S$3405 33509 $3500 $3,509 $3,614 $3614  $3.724  $3./24  53./24 $3.85%4 | $4.013  $a19¢
Siyr | 34152 35,208 36,264 37368 38,481 39648 40B60 42,108 47,108 42,108 43,368 43368 44,688 44688 44,688 AT A48 | ABBYE  H0,384
S 1647 1693 9T4A3 179Y 1850 1906 1964 2024 2024 2024 2085 2085 2148 2148 2148 2281 | 2350 2421
au $2.875 $2,983 $3,053 3145  $3230  S$3337 3,438 53643 33543  $3,543  $3,650 S$3,650 $3,/61 $3.761  $3./63 $3,994 | $4.116  $4.239
Siyr [ 34,500 350656 36,636 37,740 38868 A0,044 A12H6 42018 42516 AR L16  A3,800 43 BO0 45,132 45137 45132 46512 47,928 | 49302 50,868
SN 1659 1700 1Y81 1814 1869 1825 1983 2044 P0a4 2044 21086 2106 2170  21/0  21/0 #9236 2304 | 23/5 2446
40 $2 004 $2.992  $3.083  $3.175  S32U2  S3AVY S3Av4A S36/0  $3.5/9  $3.670  S368/  SI68Y  $3.79%  $3.790 §3./08  §3.915  $4.034 | $4156 54,287
By | 34848 35904 36,995 38,100 39,264 40452 41688 42,048 47,948 42,948 44,244 44,744 45588 45,588 46,9080  AB408 | 49,8/2 51,384
$ihy 167vS% 1726 1/ /9 4837 1888 1945 2004 2065 2065 2065 2127 2127 2182 2962 22568 2327 | 2398 2470
A1 $2,934  $3,022 $3,114  $3,207 $53.304 §3,405 B3I H0Y $3614 $3 614 S$3.644  $3,724  $3,724  $3.839 $3,830 $3,8%1 $4,0/3 | $4.197  $4.325
B/yr | 35208 36764 37368 38484 39648 40860 47108 43,368 430368 430360 44688 44.GBB 45,058 46,088 47,448 48,876 | £0.364 51,800
$ir 1693 1743 1y 97 1850 1906 1984 2024 2085 2085 2085 2118 2148 2215 2215 0 2281 2350 | 2421 2405
Az 2,963 53,053 53145 $3.239  $3337  S3438  $3543 S350 53650 $3.6H0  $3./67  IE/61 3.8/6 $3.8/6  $3,904  $4.116 | $4.230  $4.368
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Range Cee-- STEP -0 > CEGP Steps
A B8 C 0 E F G H | J K i ™ N Q P [#] R 5
Siye | 35,556 36636 3V.740  38.868 40044 41256 42516 42800 42800 43,800 45132 45132 465172 46512 45517 47928 49392 | 50.868 52,416
Bt TEUy 1 6T 184 186y 192 TMES 44 21060 210660 21060 21700 2100 2236 2236 2304 234n | s4ab 2520
44 $2.992  B3.083 S35 322 $3.371  S3A4v4 $3579 53687 $3,68/ $3.6B/  $3./99 $3.¥99 $3.915  $3.915 $4,034  $4.156 | 54787 $4.411
iyt 35,904 36,9856 38,100 39264 10,452 416888 42,948 44244 447244 44244 45588 45,588 46980 46930 46 GHO 48,408 49877 | 51.3B4 52932
St T4 1459 1832 Mg BY 194b 2004 PUEBL  2Ye 2124 212¢ 2182 2182 RZunY 2269 225y 23 2P 2398 | 2AV0 2545
A . $3.114  $3.207 53304 $3.405 S3 509 $3614 53774 %3724 $3./24  S3.838 33,830 $3.954  $3.954  $3954  $4.073  $4.197 | 54,375 54 454
Syt 3388 38481 30648 40,860 42108 3368 14688 14,680 44688 4B 088 45068 47448 A/ AAR A7 aqR  ARRYE B038a ] ni GO0 AR AV
st V290 1850 1906 19G4 2024 2085 2148 2148 2148 2216 221b 228y P7H1 0 w28t PAL0 2421 | 2a9h 2571
45 $3.0563  $3.145 $3.239 $3.337 $3438 $3.543 SAGSD  $3,/61 $3,/81 53,761 S$3.8V6  S3.8YV6  $3.684 $3994  §3.894  $4,116 34238 | $4.368 S4.501
$ryr | 36.636 37,740 388G 40044 41256 42516 A3B00 4532 AG 132 45137 46512 46512 AT 8?8 AV Y28 44928 49392 50,868 | 52,416 ba,012
&ihr 1761 1814 1864 1925 10 83 20 14 2108 2170 2170 2170 2236 22.36 23.04 23.04 2304 2375 a4 45 25 20 2597
46 $3083  F3.175 BA2FY 3471 $34/4 BAH/G SIGB/ R385 SE798 0 B3.790 0 3915 3015 54,034 £4.034  $4.034 4156 4282 | 54411 54,545
Biyr 36,996 38,100 39.264 40452 41688 42,948 44.244 45588 45588 45588 46980 46980 48408 48408 48408 485872 51,384 | 52,932 54 540
$hr 1779 1832 IBBB 1§45 2004 20656 2127 2182 2182 2182 2259 2259 2327 232y 232/ 2398 2470 | 2545 2622
ar $3.114 3,207 83,304 $3.405 %3509 33614 $3,/24  $3.839  $3,839 $3.83% 53954 $3.854 34073 340V 54073 54,197 34325 | 54,456 54,501
$ryr | 37.368 38,484 39648 A08B0 42,108 43,368 44688 45068 46,068 46,068 47448 47 448 4BB76 48,876 48876 50364 51900 f 53477 55,092
S/hr 1/ 97 18 50 19 06 19 64 20 24 20 ah 2148 2215 2215 2215 2281 27 81 2350 2350 23.50 2421 24,85 2571 26 49
AB $3,145  $3.23%  $3.337  $3,438 $3.543  $3.650 §3./61 $3BY6  $3.876 $3.8V6  $3.904  $3.894 34,118 BA118 4116 $4.238  $4.366 | 4501 $4.638
Biyi 37,740 38,888 40,044 41,256 42,516 A3 B0OO 45,132 48512 46,512 46,517 47978 474828 49392 45,397 49307 50868 52416 | 54012 55656
N S 18 14 184 69 19.25 19 83 20 44 21 06 2170 22 36 22 36 22 26 2304 2304 23 /4 23 /5 23.45 24 46 25.20 259/ 2676
40 1 E217E 2320 331 gRA74 $2.570  $368¢  $3,700 $23,915 1015 3015 $40%4  $40%4 S468 SA1EG SaHE RA VAT R4t | SaR4n sS4 6AD
Sy | 38100 39264 40,450 41,688 42,948 44,244 45588 45980 46,980 46,980 48,408 48,408 40872 49.8Y2 49872 51384 52932 | 54540 56.184
Sihy 1837 1888 1945 2004 2068 212/ 2192 2259 2259 2259 2327 2327 2398 2393 2208 2470 2h4h | 2622 2701
50 $3.207 S350 $3,405  S3500 $3.614  $3./24  $3.839  $3.954  $3,9%4  $3,954  $4.0V3  34.0Y3 54187 34197 84197 $4,325  $4,456 | 34,591 54,731
Sy | 38484 39648 40860 42,108 13,308 44,688 46.068 47,448 47448 47 A48 A88/6 4BBT6 50384 50364 50364 51900 H3.4/2 | 55062 56,7/2
Sihe 18 50 1906 19.64 2024 2085 21 48 2215 27281 2281 2281 23 50 23 50 24 21 24 21 24 21 24 95 25 1 26.49 2728
51 $3.730  $333/ $3.438 3543 $3650 $3,761 $3,876 $3.9584 $3.994 $3.994 $4.115 $4.116  $4.230 $4.2310 $4230 $4.368 $4501 | $4638 $4,778
Fiyr IB.8E8 40,044 41,256 42616 43800 45137 46517 47928 A/ 9P8 47978 49397 49,392 50,8688 L0H6B 50888 52416 54012 | 556856 5F 336
Sihr 1869 1925 1983 2044 P106  P1Y0 2236 2304 2304 2304 2375 2375 2446 2448 2446 2620 2597 | 2676 2757
ne 83277 S307Y 83474 B30T S36GBY 0 B3 VHU 55914 $4.034 0 $4.034 $4.034 $4188  $4156 $4282 $4,282  $4782  S4.41% 4545 | $4. 682 54,827
Sthr 18 88 19 45 2004 20 65 29 27 2197 Ry 2327 2327 2327 2368 2398 2470 2470 2470 25 45 2622 27 0% 27 85
53 $3.304  $3.405 $3.500 $3.614  $3./24  $3.830 §$3.954  $40/3  $40D/3 $A0/3 34190 $4,197  S43I5  $4,375 S4305 $4456 $4591 | $4./81 a8/
Syt 39,648 40,860 42,108 43,368 14,688 46088 47,448 488/6 48876 4B8!/6 50364 50,364 51,900 51,900 53900 53 4Y? 55087 | 58.//7 58488
$ihr 1906  19.64 2024 2085 2148 2215 2281 2350 2350 2350 2421 24217 2495 2495 2495 26/t 2649 f 2720 2812
BL $3.337  $3.438 §3.843 S3,650 $3,/81 SIH/6 $A9Y4 547116 54170 34116 $4,239 $4,239  $4.368  $4,368  $4 368 $4,507 34638 [ 34,778 34,923
Syt | 40044 41256 A58 43800 45132 46512 47028 45392 4230 49,300 50,868 50868 52418 52418 82416 54012 S5S5G | 57,38 58,076
$ihr 19.25 1983 20.44 2106 2170 2728 2304 2375 2375 2375 24 46 24 18 2520 2620 25 30 25 497 2676 2757 28 40
55 $3,371  $3.474  $3570  S36BY  $3.Y9%  $3.915 54,034 SA156  $4,156  $4156  $1.282  $4.282 $4.411 34411 4411 $4.545 $4.682 1 $4.827  $4.972
$iyr 40452 41,688 42948 44,244 45588 46,980 48.408 49.8/2 498/2 49.8/2 51384 51384 52932 52932 52832 54,510 56,184 | 57.924 55 664
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Ranyue Co--- BTEP .- CEGP Steps
A B C D E F G H | J K L M N [a] P [¢] R E
Sihe 1045 2004 2085 2127 2192 2258 232¢ 2388 2398 L3098 2470 2470  254b  2h4ah  Dhdah 2622 27035 | 2185  2BG8
86 83,405 $3500 $3614 S31/P4  $3.839  S$3.0564  $4.0V3 $4.18Y  $4,197  $4,197  $4.325  S$4325  $4.456  §4456  $4.456  $4.601  $4./31 | 84874 suo023
iyt | 0860 42,108 43,368 44588 A0G068 47448 48.8/6 50364 50364 50,364 51,900 51900 53477 53472 53472 5HL0097 56,712 | 58488 GOR/G
S/t 1064 2024 2088 2148 P26 2281 2350 2421 2421 2429 24095 2495 2571 257¥1  287Y1 2649 2729 | 2812 28098
57 F3,438  $3543 53650 $3./61 33,876 $3.904 34,116 $4,238  $4.230 54236 34368 $4.368  $4,501  $4.501 $4.501 $4,638 $4.7/8| $4.823 35071
Siyt | 41256 42516 43,800 45132 46512 47,928 49302 50868 50868 LOBEE S2,416 52416 54012 54017 54012 HLEHE 57336 | 59,0V6 60842
Bthr 1983 2044 2108  21/0 P36 2304 2375 2446 2446 2446 2520 2520 2597 b9y 259Y 267G 2757 | 2840 2928
nE $3 474 $30V0  SIBEY 83 VG0 SIHS $4.034 54,156 SAPB2  S4.287 84,411 $4.411  $4545  $4.545  $4.545  $4682 §4.827 | sa0vr 85,127
Sin | 41,688 42948 44.244 45 5bE8 46980 4B.408 A98/2 51,384 H1.3B4 b2G32 BR2.937 54540 54540 54,540 5HB184 57,424 | U664 61,464
$rhr P004 2085 212y 2192 2258 2327 2398 2470 2470 264% 2L 4% PBP2 0 2822 2892 2/01 2785 | 2888 2855
59 33,508 $3614 53,724 $3,830 $3854 S$4073  $4,107 326 B4.32% 84325 S4458 54456 $4.561  $4,507  £4,581  $4731 548/ | £5,023  $5.174
Syr | 42108 43368 44688 46068 4/448 ABB/G 50364 51,800 51900 51,900 93,4/7 55477 55007 55002 556,082 56777 GBABS | 60.2/6 62088
Ftr 2024 2085 2148 22715 P28 2360 2421 2495 2495 2495 2571 2571 2543 2649 2640 27V20 2812 | 2e098 208
GO 83543 $36L0 ¥3./61  S3.4Y0 B1994  SA4116 $4.238 4168 4368 B436B 54500 24501 $4,628  $4.638 54,638  $4,4/8  S4.823 | §HO/Y 85226
$iyr | 42516 43800 45132 46512 AT B2B 40392 S0868 52418 L2416 52418 54012 54012 5L BLG BLEH6 55696 H7336 50076 | G085 6212
Sihr 2044 2106 21/0 2236 2304 23/L 0 2446 2620 2520 2520 2597 2597 28VG 2676 2676 2rav 2840 | 2oee 3015
61 $3.578  $3,687 $3,/00 $39156 E4034  $4156  $A4282 $4411 54417 54411 S4.545  $4,5456 54882 SABE2  SA682  $482F $40/7 | §6.122  $u2v0
Syt {42948 44244 45588 46,980 48408 498/2 51384 52937 52932 L2937 H4540 54540 56,184 56,184 56,184 57924 50664 | 51,484 63,348
Sihr 2065 212/ 2192 2P58  2B3Y 2398 2470 545 2545 2545 2622 2622 2701 2/01  2/01 2785 P8G8 | 2945 3046
! 62 $2.614  $3,724  §3,839 $3,854  $40V3 $4,187  $4.325 84450 34456 54456 $4501 34501 $4.731 54,731 54431 34874 5023 ] §51/4 3533
Sryr | 42368 AABBE  AB0BE  A/744B  ABE/B L0364 HIU00 L3477 L3472 LEASR HHO92 HH 002 BG.//2 6B./2 HB./I2 SBABB 602/G | 62088 639/2
Sthr 2085 P1AG P21% 0 2081 2000 A1 2495 2571 25 /1 0 26V 2640 2644 2/25 0 2V Py 2vro 2812 rsus | 2985 3070
63 $3,650 $3./61 $3.B/6 $3.994 $4.116  §4230 §4.368 §4.501 $4501 54501 54638 S4,638 $17/8  S47V8  Sarv8 34403 $5.001 ] 5006 $5.384
Biyr | 43800 ALIBY AGH1Y 47928 49,3092 L0868 L2416 54012 54012 L4012 bhHBLE HLELE L/ 336 57336 6/,336 5HI0V6 BO8L? | B2 /1Y 6a620
Snr 2106 2170 2236 2304 P30 2446 PL20  2LY7 2607 2H9Y  26Y8 267G 2757 275 278y 2840 2976 F 301h 3107
584 $3,687  $3,700 3015 $4.034  $4,156  $4.282 S4.411  $4.645  $4.645  $4.645  S4B82 $A682 54827 S$4827 S$4.827  $49/2  $5422 | SH2/9 §5.439
Sy | 44244 AbHBE 46,080 48408 A9B/2 51384 52,032 54,540 54,540 54,540 1S 184 HE 184 57924 57924 57924 50684 61484 [ 63348 6L 268
Sthr 2127 2197?2509 2327 2308 2AV0  R2hAS G R2 2622 2622 2/01  2V0f PV 85 2/85  Pr8h  PBER 2055 3138
65 $3./24 83830 83,001 $4,0/3 34197 $4.320  $44GG $4.591 34,501 $4,591  $4.731 $4731  $4.874  S4874 S4ABV4 §5028  §51474 S4,462
By | 44688 AG,068  A7.a48  4B8YG  A0384 51,900 L3.4Y2 55002 55092 55007 56/77 BEYY?  H84B8  5RAN8  HBAB8 606 62 088 65,804
St 2148 221% 0 2281 2350 2421 2405 71 2649 2849 2649 2725 2¥ 29 2812 2812 2812 PBYE 2085 31.68
66 $3,761  S3IBYG 2,084 54,116 $4.239  $436B  $4.501 $4,638 I4638 34638 $4Y78 SA /8 34023 $4,922  $4,923 55071 S5276 | $5.385 55548
Biyr | 40132 ABS12 47,928 40,382 H0888 524168 L4012 55858 L5656 45658 57336 L7036 59076 50046 5O.0/6 6085 62 /12| 64670 66576
Sihn 21/0  2y36 2304 237vb 2448 2520 9T 2GY6 2646 2676 27567 2V56Y 2840 4840 2840 2926 3015 | 310v 3201
G/ 3,708 $3.015  $4034  $4166  $4.2082  §4.411 34040 SA6B2 54,682 BAGEZ  $4,82¢  $4AB2Y  $4.89/2  $46Y7  54.0v2  $5127 B5.2vu| 35439 35604
Gfyr | Ab5B8 46980 48408  49.8/7  H1384 52037 564540 56,184 HG.1R4 56,184 57,674 57,8724 58,664 50664 50664 61464 63248 | 66,768 67,748
Sihr 2192 2259 2327 2398 2470 254h 2622 270V 2701 2¥01  Jrehy  Zr@s 2068 2868 2868 2955 3046 | 3138 32030
69 $3.830  $3,954  $4,0/3 $4.16¢¥  S4375  $4.456G  $4.501  $4,/31 4737 $4./31  $4.874  $S4.8Y4  S50I3 $5,023  $5,023  $6,174  $5.231 | 56,497  §H658
Bfye | 46088 47448 48,876 50364 51900 53472 55002 HBY¢? HEI/2 LB/ HB48B  HBABB BOP/G GD2/6 602/6 G2.088 B3.9v2 | 65904 G7 BIG
&tw 2215 22 2050 24 24965 25641 2649 2r29 0 2v29 2V 29 P82 2B17 28 o8 2868 2898 298L  30/6 | 31GR 3264
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Range <----STEP --.-> CEGP Steps
A ] C D E G H t K M N o] P Q [ S
89 33,876 33,9919 34116 34239 $4,268 34638 %4778 $4./78 54,923 %5071 $5.07%  $5071 $5,385 [ $5,5148 85714
Siyr 43,512 4V 928 49,392 50,868 52410 Sh.GLG 57,330 07,338 59,070 5U,852 w0452 BL ELZ 04,640 | BB,L/E 68,568
$iw 2236 2304 23/5 2448 2520 2616 2460 2747 28 40 2926 2926 2028 Ftoy | 320t 3297
/0 $3.915 $4034 34166 54782 54411 34687 54,827 34827 54,972 £5,122 $5.122 §5122 $5,434 | 55,604 55,772
Syt p 46,980 ABA4ADB  AG.872 L1384 5232 56184 L Y4 57924 59,664 61,484 61,464 61,464 85,268 | 67,298 69264
St 2259 232¢ 2308 24 /0 27 85 2785 78.68 29 55 29 55 29558 3138 32 33 3330
71 2,984 $4.073 4 3425 £4.874 3484 S48/1 35003 S5 124 SH1M 85104 R £5,402 1 $5,858  $5830
Siyr [ 47448 AB.8YS 51,900 55,092 55 ABE 58 4BB  H84BR 80276 62,088 62088 62,088 63972 659041 67,806 69,918
$ehr 2281 2360 a1 2495 26 49 2812 2812 2417 2898 2985 2985 2885 30756 3168 | 3764 3363
/2 $3.994  $4.916  $4,239 $4.368 B4.501 54638 34./¥8 54923 54,923 54923 SHO/1 S5071 B5,226 55226 $5226 $5,3B5 $5.544 ) 85714 $5,888
Siyr A7 328 49382 50,868 52,416 54012 55656 57,336 59,076 59,0/6 59076 B0852 60852 62712 62,712 62712 64,620 66,5/6| 68668 70,656
s P304 P35 24460 2520 297 Yb/b X4 bF 28400 2840 2840 PYPE 2926 3015 3015 3015 310/ s2ov | 329r 3397
3 $4.034  $4156  $4.282 B4.411  $4545 54,682 5482/ $4,9Y2 $4.9Y2 54972 $5122 35122 $5.279 55,279 $52V9 $5,438 §5604 | 55772 $5.946
$iyr | ABADS 446872 51384 02,932 64540 66184 57 024 50664 69,664 5HIG6A  B1464 §1.484 63,348 63348 63348 65768 67.248 | 69,264 V1352
Sihe 2324 ZBOE 0 2470 254L 0 2622 201 2485 2868 2068 2868 2985 2955 3046 3046 3046 3138 3233 | 3330 3430
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APPENDIX IV

LAYOFF SENICRITY UNITS

Office of the President

Applied Physics Laboratory

Libraries

Vicz President for Minority Affairs

College of Ocean and Fishery Sciences
College of Engineering

College of Architecture and tUrban Planning
School of Law

Daniel Evans School of Public Affairs

. Schaol of Sacial Work

. College of Forest Resources

. Buginess School

. College of Education except for Experimental Education Uni'
. Experimental Education Unit

. Undergraduate Education

. School of Dentistry

. School of Nursing

. Scheol of Pharmacy

. School of Public Health and Community Medicine

. Facilities Services (except Transportation Office)

. Transportation Office

. Arts and Sciences — Arts

. Arts and Sciences — Humanities

. Arts and Sciences — Social Sciences

. Arts and Sciences — Natural Sciences

. Arts and Sciences — Biology, Psychology, Speech and Hear' 3, Earth and

Space Sciences, Atmospheric Sciences

. Arts and Sciences — Dean’s Office and Burke Museum
. Vice President of Student Affairs except Housing and Food * srvices
. Housing and Food Services

. Vice President for University Relations

. Vice President for Development and Alumni Relations
. Office of the Executive Vice President

. Vice President for Human Resources

. Publications Services

. Purchasing and Stores

. Financiat Accounting, Equipment Inventory Office

. Payables Administration, Travel

. Student Fiscal Services

. Grant & Contract Accounting, Payroll, Management Accouni 1g & Analysis,
Treasury, Controller's Office, Other Financial Management U nits
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Appendix IV - Layoff Senicrity Units {Cont'd)

40.
41,
42,
43,
44,
45.

46.

Special Employment Programs

Academic Services; Center for Educational Resources

Health Sciences Administration — Center on Human Development and
Disability; Research Center in Oral Biology; Alcohol and Drug Abuse Institute
Health Sciences Administration — Hall Health; Environmental Health and
Safety

Regional Primate Research Center

All Other - Budget and Administration, Health Sciences and Medical Affairs,
News and Community Relations, HSC Minority Student Pragram, Institute on
Aging, IAIMS, Office of the Executive Director

Office of the Vice President for Medical Affairs and Dean of School of
Medicine administrative/praogram units including the Interdisciplinary
Graduate Programs: Biomolecular Structure & Design Pragram, Molecular
and Cell Biology Program, and Program for Neurobiology and Behavior

School of Medicine Departments to be broken down as follows:

47.
48.
49,

50.
51.
52.
53.
54.
55.
56.
57.
58.
58.
60.
61.
B2.
63.
. Pharmacology

. Physiclogy and Biophysics

Anesthesiology

Biochemistry

Biological Structure, Bioengineering, Microbiology, Genome Sciences,
Department of Neurology

Clinical Research Center

Comparative Medicing

Family Medicine

Immunology

Laboratory Medicine

Medical History and Ethics, Medical Education
Medicine

Neurolagical Surgery

Obstetrics/Gynecology

Ophthalmology

Orthapedics

Otolaryngology

Pathalogy

Pediatrics

Psychiatry and Behavioral Sciences

. Radiation Oncology, Radiclogy
. Rehabilitation Medicine

. Surgery

. Urology
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Appendix IV - Layoff Senicrity Units (Cont'd)

Computing and Communications:

71. Computing and Communications, Office cf the VP, Business i Finance, TV &
Video Technelogies

72. 1T Infrastructure

73. Information Systems

Harborview Medical Center

74. Executive Director — Compliance, Community Relations, Fin:. ica,
Development. Chief Operating Officer, Hiring autherity for HI1 and all other
units not listed helow

75. Associate Administrator — Clinical Support Services

76. Associate Administrator - Ambulatory Ca'e and Allied Care . zrvices

77. Assaciate Administrator - Patient Care Service

78. Associate Administrator, Finance

78. Medical Director

UW Medical Center

80. Executive Director, UWMG and alf other units not listed belo.:

81. Associate Administrator — Chief Nursing Officer

82. Associate Administrator — Planning, Marketing, Design & Co struction
83. Assaciate Administrator — Patient Financial Services and Ad' iitting
84. Associate Administrator — Chief Financial Officer

85. Associate Administrator — Essential Services

86. Assistant Administrator — Support Services

87. Associate Administrator — Ambulatory Services

88. Associate Administrator - Service Line

89. Senior Operations Officers

90. Associate Executive Director

91 Medical Director's Office

92. Pianning and Budgeting - Vice Provost fcr

93, Provost, Office of the — all Provost's units not delineated as + :parate units
94, Educational Outreach - Vice President for

95 Vice Provost for Research and Dean of Graduate School

96. University of Washington, Botheil

97. University of Washington, Tacoma
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APPENDIX V
REGULAR TEMPORARY EMPLLOYEES

Definition. The term Reguiar Temporary Employee shall mea
employee doing bargaining unit work for more than 350 hours bu
hours in any twelve (12) consecutive month period from an inc
employment date in an hourly paid bargaining unit classification
1, 2004, whichever is later, exclusive of overtime worked.

Only the foliowing language from Articles of the Agreement &
Temporary Employees:

PREAMBLE AND PURPOSE

Includes Regular Temporary Employees for purposes of descript
unit.

NONDISCRIMINATION/AFFIRMATIVE ACTION

Nondiscrimination. Neither the Employer nor the Union shalt diss
any employee by reason of the following stalus: age, sex (exce
sex is & bona fide occupational qualification), race or ethnic ori..
national origin, religion, disability, disabled or Vietnam era
affiliation, marital status, sexual orientation, or membership or nt
& union

Applicable Law. The Union and the Employer agree to abide by
applicable statutory and administrative laws dertaining to equal
elimination of employment inequities. In order to promate
Empioyer will continue its affirmative action program for qualifie
and racial minorities, persons of disability, perscns age forty
disabled veterans. and Vietnam era veterans.

Sexual Harassment. No employee shall be subjected to disc
form of sexual harassment, currently defined in the Universit.
Handbeok (Volume 4, Part 1, Chapter 2} as the use of one's au’
either explicitly or implicitly, to coerce another into unwanted se .
te punish another for his or her refusal, or as the creation by «
University community of an intimidating, hostile, or offen:
educational envircnment, through verbal or physical conduct of 2

Complaints. A discrimination complaint may be filed witt

Complaint Investigation and Resolution Office andfor as
accordance with Anicle 4 of this Agreerent. Employee:
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discrimination complaints with approgriate federal or state agencies. The parties
agree to encourage the filing of discrimination complaints through the University
Complaint Investigation and Resolution Office.

UNION MEMBERSHIP, FAIR SHARE AND DUES DEDUCTION

Union Membership and Fair Share Fee. The Union shall fairly represent all
employees covered by this Agreement.  Therefore, as a condition of
employment, Regular Temporary Employees shall, within sixty (60) days of
having worked more than 350 hours from an individual's original date of
employment into an hourly paid bargaining unit classification, or from January 1,
2004, whichever is later, either execute a union membership and payroll
deduction form or a fair share payroll deducticn form and shall have the
appropriate fee deducted from their payroll checks. Any employee who is a
member of the Union may voluntarily withdraw their membership from the Union
and pay a fair share fee by giving written notice to the Union within thirty (30}
days prior to the expiration date cf this Agreement.

Employees who are determined by the Publc Employment Relations
Commission (PERC) to satisfy the religious exemption requirements of RCW
41.80.100 shall make payments to the Union equivalent to regular union dues
and initiation fees for purposes within the program of the Union as designated by
the employee that would be in harmeny with his or her conscience.

Dues Deduction. Upaon written authorizatien by an individual employee, the
Employer shall provide for the semi-monthly payroll deductions of union dues
and fair share fees which are uniformly applied to all members in those
bargaining units in which the Union is the exclusive bargaining agent.

Indemnification. The Unien and each employee authorizing the assignment of
wages for the payment of Union dues hereby underiakes to indemnify and hold
the University harmless from all claims, demands, suits or other forms of liability
that may arise against the University for or on account of any deductions made
from the wages of such employees.

Remittance of Dues. The Employer shall electronically transmit to the Union on
the first bank working day after each payday all dues and fair share fees
deducted for that pay period in those bargaining units for which the Union is the
exclusive bargaining representative.

Listing of Employees. The Empioyer shall provide the Union with a semi-monthly
listing of all employees with union dues or fair share fee deductions in the
designated bargaining units and a monthly listing of all employeas in the
designated bargaining units who terminated their employment, or changed their
employment status, ciassification or work location. The employer shall provide
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this information electronically along with bargaining unit pay ites and home
addresses.

GRIEVANCE PROCEDURE

Definition. A grievance, within the meaning of this Agreement, hall be defined
as any alleged misapplication or misinterpretation of the terms of 'his Agreement.

A grievant, within the meaning of this Agreement, shall be defined as an
employee within a bargaining unit covered by this Agreemer who alleges a
grievance, the Unian alleging a grievance, or the Employer und.r the terms and
conditions of this Agreement. An individual grievant may not inv ‘xe Steps Three
or Four of the grievance procedure withcut authorization 1 »m the Union.
Grievances inveolving discipline shall be submitted to the fevel -  supervision or
designee having authority to act,

Responsibilities. The Union shall prevail upon all empioyees | the bargaining
units and especially stewards to make a diligent and serious aiampl to resclve
complaints at the lowest possible level. Ths Employer, likew .2, shall prevail
upen its supervisory personnel to cooperate fully with the ster ards and cther
Union representatives in the prompt resclutior of any grievances hat ray arise.

Employee Grievance Rights. Any employee who believes h-/she has been
aggrieved may personally seek relief from that condition by fil ng a grievance,
irespective of any supervisor's opinion of the grievance's 4lidity. In the
presentation of grievances the employees shall be safe from restraint,
interference, discrimination, or reprisal.

Time Limitations. An extension of the time limitations as - ipulated in the
fespective steps below may be obtained by mutual consen' of the parties.
Failure of the employee to comply with the time limitations with.:ut a request for
time extension shall constitute automatic withdrawal of the griev.ance. Failure of
the Employer to comply with the time limitations without a rquest for time
extension shall establish the right of the employee to proceed tt the riext step of
the grievance procedure. For the purposes of calculating time r +juirements, the
first day shali be the day following the day on which the employ: «» was aware, or
should have reasonably been aware of the issue giving rise 1 the grievance.
Saturdays, Sundays and holidays shall be included in the cal ulation of days
except lhat the final day may not be on a Saturday, Sunday o holiday but wil
end at the close of the first working day following the Satu fay, Sunday or
holiday.

Pay Status - Mestings. Meetings and discussions on the g svance held in
connection with this grievance procedure shall nomally be ield during the
University's regular business hours, and no deduction in pay status shall be
made for the grievant or steward for reasonable time spent in ¢ 1ch meetings or
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discussions during the employee's scheduled duty hours. Time off for employees
and stewards shall be granted by supervision following a request, but in
consideration of job responsibilities. !f the requested time off cannot be granted,
the parties shall arrange for time off at the earliest possible time thereafter.

Grievance Withdrawal. A grievance may be withdrawn in writing at any time by
mutual agreement of both parties and if withdrawn shail not be resubmitted.

Employee Representation. The Union as exclusive representative of bargaining
unit employees is the responsible representative of said employees in grievance
matters.

The parties agree that decisions rendered under the prior HEPB process shall
not be determinative or precedential for any issue raised under the grievance
procedure.

Steps of the Grievance Procedure. All grievances shail be processed only
through Step 2, except grievances alleging inaccurate or untimety payment of
hourly wages, or failure by the Employer to foliow the terms of Article 30 below,
which may be processed through Step 4. As long as the hourly rate paid is not
lower than the lowest step in the salary range for a position's assigned
classifications, and the Employar has followed the terms of Article 30 below, the
hourly rate paid is not sukject to the grievance procedure.

Step One: Presentation. Within thirty (30) calendar days of the occurrence of a
situation, condition, ar action which caused the grievance, the employes(s)
affected and/or the steward or Union representative shall present the grievance
to the employee's immediate supervisor for resolution. Presentation of the
grievance shall include a short written description of the subject of the grievance
and the contract Articles ailegedly violated. If the grievance is direcled against
the employee's immediate supervisor, the grievance may be presented to the
next higher level of supervision. The parties shall attempt to meet to resolve the
grievance within fifteen (15) calendar days. The supervisor will respond within
five {5) calendar days of the meeting.

Step Two: |If a satisfactory settlement is not reached in Step One, and the
employee wishes to pursue the matter further, said grievance shall be put into
writing on the authorized grevance form and referred to the depariment head or
designee or to the next appropriate level of management and the Office of Labor
Relations within fifteen (15) calendar days after the decision fram Step One. The
date of alleged occurrence of the grievance shall be specified. The parties shall
attempt to meet to resolve the grievance within fifteen (15) calendar days
following the date of written submittal. At this step the Union agrees to cite all
known sections of the Agreement which allegedly have been violated and to
provide a copy te the Human Resources Office and Office of Labor Relations.
The grievant may be represented by a steward and union staff representative.
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The University will be represented by the aspropriate manage nent official, or
designee, a representative from the Office of Labor Relation- and a human
resources consultant, if desired by the University. The Universii. will respond in
writing within ten (10) calendar days.

Step Three: Grievance Mediation. If a satisfactory settlement i not reached at
Step Two, the grievant with authorization frort the Union may s bmit the written
grievance to the Office of Labor Relations recuesting grievance nediation within
fifteen (15} calendar days.

Upon mutual agreement, the Employer and the Union shall rei nest, within ten
(10) calendar days, grievance mediation services of the Pul ¢ Employment
Relations Commission (PERC). If those services are unavaili tle on a fimely
basis, the parties shall immediately request a list of grievance mi-tiators from the
Federal Mediation and Conciliation Service (FMCS8), The cost f the mediation
shall be borne equally by both parties.

Step Four: Arbitration. [f a satisfactory settlement is not reache at Step Two or
Step Three, either of the signatory parties fo this Agreement nay submit the
grievance to binding arbitration. Such submittal must be made v ithin fifteen (15)
calendar days following the conclusion of Step Two or Step Thi e, Within sixty
(60) calendar days of the execution of the Agreement, the partii 3 agree to meet
1o establish a permanent panel of three (3} - five (5) arbuiators. These
arbitrators shall be assigned cases by the parties on a rotatii ;j basis. if the
arbitrator is not avaitable to hear the case within sixty (60) cale dar days of the
decision by either party to go to arbitration, the parties will - sntact the next
arbitrator in the rotation. If no arbitrator can hear the case within sixty (60)
calender days, the case will be assigned to the arbitrator who ¢i 1 hear the case
on the earfiest date. The appointment to the panel will be for ihe first eighteen
(18) months of the Agreement at which time either party m: + decide not to
confinue the appointment. If an individual arbitrator decides % remove histher
name from the panetl or if one or more members of the panel & = not continued
by either party, the parties will meet to decide whether 1o substii i@ an additionai
name(s).

Until the panel is implemented, the parties will select an artr rator using the
procedure in the November 18, 1999-November 15, 2002 conti: ¢t The parties
agree that the arbitrator shall have no power to render a decis ;n that adds to,
subtracts from, alters or modifies in any wey the terms and ..nditions of the
Agreement, The parlies further agree that the decision of the irbitrator will be
final and binding upen alt parties. The cost of the arbitratior shall be borne
equally by the parties and each party shall bear the full cost of p 2senting its own
case. The arbitrator's decision shall be made in writing and the . ‘bitrator shall be
encouraged to render the decision within thirty (30} calendar da' ; of the close of
the arbitration.
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In cases where a grievance is moved to arbitration, and the parties did not avail
themselves of Step Three: Grievance Mediation, the moving party shall have the
unilateral right o demand a pre-arbitration settlement conference. These
conferences shall not delay the arbitration process, and may be held with or
without the presence of the arbitrator, at the option of the moving party. In the
event that an arbitrator is present, the cost of the arbitrator's participation shall be
borne equally by the parties.

HOURS OF WORK AND OVERTIME

Hours of work for Regular Temporary Employees shall be established by the
emptoying officiai. Work assigned in excess of forty {40} hours in a seven (7) day
work week constitutes overtime. Overtime hours will be compensated at a rate of
one-and-one-half (1-1/2) times the employee’s straight time hourly rate.

EMPLOYMENT

Policy. It is the policy of the University to encourage job advancement. It is the
responsibility of each employee seeking employment o provide the employer
with complete information regarding the employee's skills and qualifications
relative to the position sought. The Employer will make the application process,
necessary submittals and the essential skills of the vacant position clear to
prospective applicants.

Notice that applications are being accepted for bargaining unit positions wili be
published by the Employer and will be made available in places intended to
reach bargaining unit employees for a minimum of seven (7) days prior to the
closing of the application peried. The University may limit the scope of the
posting area if applications only from within the posting area are accepted.
Active Regular Temporary Employees may apply for department/unit specific
openings if they have worked in the department/unit within the past calendar
year,

The Employer will determine if applicants possess the essential skills required of
the position. Essential skills are the minimum qualifications listed in the job
description for the classification and any specific position requirements. The
Employer will refer all bargaining unit applicants {including Regular Temporary
Employees) possessing the essential skills prior to referring any non-bargaining
unit applicants. In accordance with applicable law, affirmative action goals will be
considered when filling vacancies.

PROBATIONARY PERICD

Regular Temporary Employees are subject to all terms of the Agreement at such
time as a Regular Temporary Employee is appointed to a monthly paid
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bargaining unit position. This includes the requirement to serve i probationary
period,

A Regular Tempoerary Employee who is hired into the same job wiiout a break in
service, in the same unit through open recruitment will haw their Regular
Temporary hours of service apply toward their probationary ieriod for that
position up to a maximum of three {3} months. of the six (8) mor h probatonary
period.

HEALTH AND SAFETY

Policies. it is the Emplovyer's intent to make reasonable and propir provisions for
the maintenance of appropriate standards of health and sz sty within the
workplace, The Employer shall comply with applicable Federal : 1d State health
and safety legislation and regulations and has designated e University's
Environmental Health and Safety (EH&S) Department to advi: @ and monitor
compliance with such standards.

When it is established through medical documentation that a dis.- bling condition
or physical limitation prohibits continued performance of the empl vee's assigned
duties, the employer will attempt to assist the employee throug' reassignment,
transfer, ar reconfiguration of job duties.

Employees who believe that working conditions present a hazar to their health
should first alert their supervisor. All employees are encourjed to contact
Environmental Health and Safety to report hazardous conditions If a supervisor
or Environmental Health and Safety declares a work site o be 1azardous and
unfit for work, affected employees may be assigned to alternative work sites until
the hazardous condition is rectified. If assigriment to an alterna’ ve: work site is
not possible and the supervisor decides to send the employe s hcme, those
employees sent home will receive their reguiar pay for all ime e employee is
scheduled to work on the day of the incident. Faor all subse juenl days the
employee(s) may use accrued leave as appropriate.

Health Examinations. The Employer shall provide at no cost t: the employee,
such meadical tests or health examinations as may be required : ; & condition of
employment.

Safety. All work shall be performed in conformity with a iplicable safety
standards. Employees are encouraged to imrediately report any unsafe working
conditions to their supervisor. No employee shall be disciplined ' r reporting any
such condition nor be required to work or to operate equipment v.1en hefshe has
reasonable grounds to believe such action would resuit in imm:- Hiate danger to
life or safety until the condition has been reviewed by a Unior Steward and a
higher level of supervision. [f the matter is not resoived <.:isfactorily, the
supervisor or employee may request a decision from the Univers ry's Diepartment
of Environmental Health and Safety or the Department of Labor @ 1d Industries.
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Safety Committees.  Bargaining unit employees shall be appropriately
represented on any organizational health and safety committees for areas in
which they are employed, as detailed in Administrative Policy Statements 10.11.
Any department or unit committee also dealing with health and safety issues in
work areas shall appropriately involve bargaining unit empleyees. It shall also be
appropriate for either party to raise health and safety concems at the Joint
Union/Management Committee.

Ergonomics.  The Employer shall maintain a separate section in the
Administrative Policy Statemments that reference the ergonomic requirements of
WAC 296-82-051. Further ergonomic guidelines shall be referenced on the
Environmental Health and Safety department website www.ehs washington.edu.

Workpiace Review. The parties recagnize that there are several elements in a
work site which may affect individual health, comfort and productivity. The
Employer shall conduct routine hazard assessments of any worksite that may
contain health hazards as required by WAC. The Employer shail provide
awareness education to help reduce identified hazards. Employees may also
request a workplace review by the employing depariment and employees shall
be given the results of the review.

RECORDS

Bargaining Unit. A current list of names, classifications, and departments of all
bargaining unit employees will be provided annually to the Union at cost.

Personnel File. To the extent personnel records are kept for Regular Temporary
Employees, upon writien request by an employee to their area Human
Resources Office (official personnel file) or department manager (departmental
file), the employee or employee's representative shall have access to the
empioyee's official or departmental personnel file for review. Upon the
employee’s request, the employee may receive copies of any materials in the file
(requests for reasonable numbers of copies will be provided at no cost 1o the
employee; employees may be charged a fee for requests for large numbers of
copies). Prior to such review the Director or designee may remave any letters of
reference which were obtained through assurances of confidentiality to a thirg
party. Such letters shall only be used for the purpeses of hiring andior
promotional application.

Employees shall be provided a copy of all adverse material placed in the official
file at the time the material is included in the file.

(a}  ‘nformation shall be retained as long as it has a reasonable bearing on the

employee's job performance or upon the efficient and effective
management of the institution.
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Adverse material or information related to employee misce duct or alleged
misconduct which is detenmined to be false and all suc- infarmation in
situations where the employee has bean fully exoneratec of wrong doing
shall be premptiy destroyed.

{(b)  Notwithstanding subsection {1} of this section, an institi 1on may retain
information relating to employee misconduct or alleged mi: :onduct, if:

(1) The employee requests that the information be retain -1, or

(2) The information is refated to pending legal action or I ;al actions may
reasonable be expected to result.

The employee shall have the right to have placed in histhe own personnel
file a staternent of rebuttal or correction of infermation cor ained in the file
within a reasonable period of time after the employee bec 'nes aware that
the information has been placed in the file.

Request for Information. To the extent such records are k-pt for Regular
Temporary Employees, the Employer shali make available to 1e Union, upon
written request, records and reports regarding personnel issue: such as home
addresses, employment date and reclassification requests, ¢ ncerning those
classifications in the bargaining units, provided that this shall ot require the
Employer to disclose any records not subject to disclosure t ider the Public
Disclosure Act of the State of Washington or to maintain or as:.:mble any data
which it would not otherwise assemble for its own use. Info nation shall be
provided electronically where feasible,

TRAVEL PAY AND WORK TIME

General. Any employee required to travel to a place of work o »er than his/her
regular official duty station shall be reimbursed for travel co: s if eligible, in
accordance with University of Washington Administrative Pc ty Statements,
Section 70.

FACILITIES

Meeting Facilities. The Union shall be permitted to use the Em:; loyer's facilities
for mestings provided advance notice is given to the Emple er, appropriate
space i$ available on the date reguested, and meetings are he | in accordance
with the Employer’s policy on this subject.

Bulletin Boards.

{a)  Space shall be made available to the Union on bulletin >oards in those
areas where bargaining unit members work or frequent, * 7 the posting of
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notices and information pertaining to official business of the Union. Such
posted material is to be signed by a Union representative.

{b) If it is established that adequate space is not available at a convenent
locatien, the Union may provide for and have installed a bulietin board at
its own expense, provided the size and location of said bulletin board shall
be mutually agreeable to the Union representative and the Employer,

Employee Facilities.

(a) Restrooms and attendant facilities shall be provided as required by the
State of Washington Depariment of Labor and Industries, Dressing rooms
and/or lockers shall be provided to employees in those classifications
where a change of clothing is required by the Employer.

(b)  The adequacy of employee facilities, including sanitary supply dispensers
for female employees, shall be a proper subject for discussion by the Joint
Union-Management Committee.

JOINT UNION MANAGEMENT COMMITTEE

Cemmittee Purpose and Membership. A Joint Union-Management Committee is
established to provide a forum for communications between the two (2) parties
and to deal with matters of general Union/Employer concern. The committee's
function will be limited to an advisory capacity and shall not include any decision-
making or collective bargaining autharity.

Committee membership shall consist of three (3) bargaining unit employees and
a Union staff representative and four (4) Empioyer representatives to include the
Executive Director for Labor Relations or designee.

The Employer will discuss with representatives of the Union significant changes
affecting institutional conditions of employment generally affecting bargaining unit
employees sufficiently in advance of the targeted implementation date of said
changes so that reasonable alternative proposals can be adequately considered
by the Joint Union-Management Committee. Diversity, child care and tuition
exemption shall be considered appropriate subjects for the Joint Union-
Management Committee.

Meetings.  Committee meetings may be requested by an autherized
representative of either party. Requests for a quarterly meeting shall be
honered, however, once convened, the committee may meet more or less
frequently as mutuaily agreed between the parties.

At least one {1) week's notice shall be given to members of any agreed upon
meeling and the agenda. Commitiee meetings shali normally be held during
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University business hours and at a mutually agreeable time and . ate. Employee
members shall experience no loss in salary for meeting partici| ation; however,
meeting times are not construed as work time and no overtime :hall be claimed
or paid for meetings attended outside the employee members’ ‘egular working
hours.

Limitations. Comimittee meeting topics shall be fimited to subject - of group rather
than individual concern, and the committee shall not discuss grit rancas properly
processed under Article 4 of the Agreement. Further, it is not i* ‘2nded that this
Article obligate in any way either party 1o negotiate on personnel natters covered
in this Agreement or to alter, limit, restrict, or reduce prerogativi-; of ither party
otherwise provided in this Agreement.

Use of Temporary Employees  Issues concerning the use of temporary
employees who wark beyond 1,050 hours from the employee’s ¢ ginal University
of Washingten temporary employment date, shall be an approy iate subject for
discussion in the Joint Union Management Committee meetir. . Such issues
may include, but will not be limited to, the continuous and ngoing use of
temporary empleyees as well as the pcssibility of alterni ;e employment
oppartunities.

CONTRACT DISTRIBUTION

The University ard the Union shall share the cost of printing tr Agreement for
present and new employees in the bargaining units.

Distribution.

(a) The employer shall include a copy of the Agroment al each
Reference Siation and shall provide a copy to new . nployees in the
bargaining unit

{b} The Union shall provide a copy of the Agreer ent to present
employees in the bargaining units. The Empl er sha# allow
distribution through campus mail.

New Employees

{a) The Employer shall provide to the Unian, at least * ionthly, a list of
new employees in the bargaining units, including :he employee's
name, classification, department, and mail stop.

{b) The Employer will distribute to each new employee 1 the bargaining
units, with a copy of this Agreement, a letter from * e Union. Such
letter will be provided to the Employer by the Union nd the contents
of the letter shall be mutually agrezable.
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{c) A bargaining unit member designated by the Union shall be granted
paid release time to attend new employee ofientation and/or new
employee coffee hours scheduled by the University. Such release
time will be subject to the operational needs of the department.

COMPENSATION

Salary schedules for Regular Temporary Employees shall be incorporated into
this Agreement as Appendices I}, and IIl.

If a bargaining unit Regular Temporary Employee leaves an appeintment and is
later reemployed by the same department/unit in the same or substantially similar
appointment, the employee will be paid an hourly rate not less than their previous
wage in the department.

All positians filled by Regular Temporary Employees shall continue to receive the
premiums and differentials they received prior to July 1, 2005, including any
increases in the amounts of those premiums and differentials as provided for in
this Agreement.

NQ STRIKE/LOCKOUT

The Employer and the Union acknowledge that this Agreement provides, through
the grievance pracedure and through other administrative remedies, for an
orderly setttlement of grievances or disputes which may arise between the
parties. Accordingly, the parties agree that the public interest requires the
uninterrupted performance of all University services and to this end pledge 1o
prevent or eliminate any conduct contrary to that objective. Therefore, during the
life of the Agreement the Employer shall not lockout any of the empioyees as a
resuit of a labor dispute or grievance or disputes on personnel matters nor shall
the Union condone or authorize a work stoppage, work siowdown, or any ather
curtaiiment of work in the bargaining units.

Shouid the employees engage in any unauthorized concerted action, a Joint
Union/Management Committee shall immediately convene and shall continue to
meet until the dispute is settled, and the employees invoived shall immediately
return to work and continue working. Any employee who refuses to perform
his/her work may be subject to disciplinary action.

There will be no strike or lockeut regarding any matters pertaining to the contents
of this Agreement.

Any action of the Empioyer in closing the University during a generat strike, riot,

or civll disturbance for the protection of the institution, its property, or its
employees shall not be deemed a lockout.
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Any action of an employee in refusing to cross, for hisfher own pr sonal safety, a
picket line at the Employer's premises in case of an officially de Jlared strike by
some other emplovee organization or union representing employ es working for
the Employer shall not constitute a violation of this clause of e Agreement,
provided, however, that such a decision shall be made freely t. the employee
without coercion by either the Emplayer or the Union and provi ed further *hat
nothing herein shall preclude the Employer from continuing 9 operate the
University with or without temporary replacement personnel.

SUBORDINATION OF AGREEMENT AND SAVINGS CLAUSE

Should any part hereof or any provision herein contained |z rendered or
declared invalid by reason of any existing or subsequently enact -1 Jegislation or
by any decree of a court of competent jurisdiction, such invalida' »n of such part
of provision of this Agreement shall nat invalidate the remaining ortiens hergof;
provided, however, upon such invalidation the parties agree imm- diately to meet
and negotiate such parts or provisions afected. The rem ining paris or
provisions shall remain in full force and effect.

DURATION

This Agreement shall become effective July 1, 2007 and remain 1 force through
June 30, 2009, Automatic renewal shall extend the terms of thi  Agraement for
one year at a time, unless either party serves {he other with writte + notice at least
ninety (90) calendar days prior to the anniversary date of ifs inte t to negetiate a
new Agreement. Should notice be served, bargaining shall bi«Jir within thirty
{30} calendar days following the date of the notice for the purpo- + of negotiating
a new Agreement.
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UNIVERSITY OF WASHINGTON

SIDE LETTER A - UNIVERSITY BUDGET COMMIT1 'EE

July 1, 2007

Ms. Kirn Cook, President
SEIU Local 925

3647 Stone Way N.
Seattle, WA 88103

Dear Ms. Cook:

It is my understarding that during contract negotiations, the Unic 1 has expressed
an interest in having access to the University Budget Committee UBC) in order
to provide input on budget decisions affecting bargaining unit me nbers.

The Executive Vice President has been requested by the Univer ity Budget
Committee to provide summary information to a number of grou| +; and
organizations having an interest in budget decisions, which may fect staff
employees. [n this regard, the Executive Vice: President has in t & past met with
your Unier's Policy Board, and it would be my intent to do so in - e future at your
request.

Further, in the event the University is required| by external mand:: e to reduce its
budget during the term of a biennium, this office will provide the 'nion with a
copy of any budget reduction plan developed by the UBC and sc¢ icit your
comments regarding the plan prior to its submission to the Rege :s for their
review and action.

Sincerely,

49,44_3:.%
Weldon Ihrig «

Executive Vice Preside !
University of Washingtc »
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UNIVERSITY OF WASHINGTON

SIDE LETTER B - KRONQS

July 1, 2007

Ms. Kim Cook, President
SEIU Local 825

3647 Stone Way N.
Seattle, WA 98103

Dear Ms. Cook:

The University has the right to implement the "Krenos” timekeep g system
sometime during the Iife of the Agreemant. Tne University will n: jify the Union at
least 60 days in advance and agrees to consult with the Union o ar
implementation issues.

Sincarely,
-

_J g
= AL S =
Weldon lhrig e
Executive Vice Preside: |
University of Washingtc 1
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UNIVERSITY OF WASHINGTON

SIDE LETTER C - REGULAR TEMPORARY EMPLO  ZES

July 1, 2007

Ms. Kim Cook, President
SEIU Locai 925

3647 Stone Way N.
Seattle, WA 98103

Dear Ms. Cook:

in addition to the language contained in Appendix V — Re: Jlar Temporary
Employees, the parties agree to the following

After imitial inclusion in a Local 925 bargaining unit, an employe  will continue to
be included in the bargaining unit in subsequent years if the 34 1 hour threshold
was met in the previous year.

The University will give a Union-provided “Weicome Letter” and  Union-provided
payroll deduction form to each member of the bargaming unit ; ; they cross the
350-haur threshoid.

The Union and the University agree that zn employee signez ire on a Union
Payrall Deduction form is valid from year to vear as long as a 1 Juiar temporary
employee rernaing in the bargaining unit.

\ Wi it

Kim Cook
Executive Vice President President
University of Washington SEIU Local 925
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UNIVERSITY OF WASHINGTON

SIDE LETTER O - REPRESENTATION
July 1, 2007

Ms. Kim Cook, President
SEIU Local 925

3747 Sfone Way N.
Seattle, WA 98103

Dear Ms. Cook:

The University agrees not to oppose the Union's effort to add 1  the bargaining
unit employees wnrking in the non-healthcare titles outlined by it proposal to the
University on May 25, 2006. The University will reply to Pu: ic Employment
Relations Commission (PERC) requests for information within PERC's
prescribed timeline. The University will alsc agree to any PE"C hearing date
within four (4) weeks of the filing of any petition. The parties ca mutually agree
to the extension of these deadlines.

Sincerely,

AM
Welcon lhrig <

Executive Vice Presides
University of Washingte

VIR
\R\\\\\_

-
=
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UNIVERSITY OF WASHINGTON

SIDE LETTER E — PROFESSIONAL STAFF EXEMP™

July 1, 2007

Ms. Kir Cook, President
SEIU Local 925

3647 Stone Way N.
Seattle, WA 98103

Dear Ms. Cook:

ONE

The Union agrees to an expedited review of any future proposal: for professional
staff exernptions as follows:

1.

The Union agrees to withdraw all current challenges to the Univ

The University will make reallocations based on aj|
professional staff exemption criteria set forth in RCW 41,
any permanent and substantive changes in the duties,
qualifications of the position).

The Union and the University agree to a procedure
provision of information by the University and a meeting
discuss and resolve issues regarding the transfer o
bargaining unit within four (4) weeks ¢f the University's ii
union for a proposed professional stafl exemption.

All negotiations regarding transfer of any work from th
shall be concluded by the meeting described above, ur
agree to an extension.

Dispules regarding professional staff axemptions shall b
classification review hearing officer in Aricle 14 «
bargaining agreement. The Hearing Officer shall make
based on the criteria outlined in paragraph one (1
employee appeals the exemption determination in any
Union cannot pursue the determination through the pr
Article 14.

professional staff exemptions dated July 1, 2005 to August 16, 2
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Joint Union Management Committee — The University and SEIU Local 925 have
a shared interest in meeting to discuss the current framework in which University
staff are reallocated from the bargaining unit tc professional staff positions.

During the terms of the Agreement, the parties will wark in good faith to mutually
agree upon a framework that is more consistent with the interests of both parties.

Unless mutually agreed to by the parties these provisions will expire with the
expiration of the contract on June 30, 2009.

Kim Cook
Executive Vice President President
University of Washington SEIU Local 925




UNIVERSITY OF WASHINGTON

SIDE LETTER F - HEALTH CARE SETTLEMEN
July 1, 2007

Ms. Kirn Cook, President
SEIU Local 925

3647 Stone Way N.
Seattle, WA 98103

Dear Ms, Cook:

As a full and complete settlement of the grievance over health ¢: 2 funding rates
and employee contributions for fiscal years 2006 and 2007, emg »yees shall
receive a one-time payment of seven hundred and fifty-six dollar  ($756.00} to be
dispersed on July 25, 2007 only to employees who are:

a Insurance eligible for the month of June, 2007, anc

0. Covered by a 2007 — 2009 Collective Bargaining A reement
negotiated pursuant to RCW 41.80.

Sincerely,

’-—‘:—JA 5—_4 %/7
Weldon Ihrig - 7
Exetutive Vice Preside |
University of Washingt
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